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Chapter I 
Introduction
Vocational education has a particular need to be responsive to 
the demands of the present and to anticipate those of the future, for 
our society is one in which economic survival depends to a great 
extent upon preparation for occupational competence. Recent economic 
developments, together with the national focus on career education, 
have served to bring renewed emphasis to vocational education. These 
forces have resulted in federal and state legislation which has 
provided increased impetus for the expansion of vocational programs in 
established occupational fields and also in new and emerging 
occupations.
The nature of vocational education during its  f ir s t  40 years in 
America remained relatively  unchanged. Although growth, measured in 
numbers of students and programs, was enormous, innovation was note­
worthy by its  absence. However, the social turmoil of the late 1950's 
and early 1960's changed the direction and emphasis of vocational 
education legislation. With increasing unemployment, underemployment, 
racial unrest, and social militancy, i t  became evident "that the 
traditional concept of providing vocational training to a limited 
number of students in a limited number of areas was not effective in a 
society requiring vast numbers of technically trained personnel" 
(Nystrom, 1973, p. 35). Suddenly, classically constructed vocational 
education programs became obsolete, unable to f u l f i l l  expanding needs
1
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2generated by job enlargement, occupational proliferation, technological 
demands, and increasing numbers of women and other minorities in the 
work force.
Accompanying the required expansion of vocational education 
programs was a need for internal program revision. Where earlier 
emphasis had stressed training programs geared to f i l l  specific occu­
pational needs, the needs of the individual now became the focus.
With enactment of the Vocational Education Act (VEA) of 1963, "programs 
for people, rather than people for programs, became the central legis­
lative theme" (Nystrom, 1973, p. 36). The new position taken in the VEA 
of 1963 was reaffirmed and strengthened by subsequent Amendments to the 
Act in 1968, 1972, and 1976, a period of increasing enrollment and 
expanding curricula.
Expansion and change in vocational education drew attention to the 
need for qualified educators able to meet special demands created by 
new attitudes and federal directives. Authorities noted that adequate 
preparation of both teachers and administrators was crucial to success, 
but found i t  lacking. Citing such preparation as one of the most 
important issues facing occupational education today, Venn states that 
the desperate shortage of qualified teachers and administrators is one 
of the fie ld 's  greatest handicaps (1964, p. 15). Evans observes that 
the extreme shortage of administrators and other leadership personnel 
also has hampered the development of new vocational programs (1971, 
p. 263).
Leighbody suggests that because of state requirements that 
vocational education administrators be identified with the traditional
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3service categories, many potentially good leaders have been excluded 
from leadership opportunities. He concludes that a c ritica l situation 
exists: Not only is occupational education suffering from a "numerical
shortage of administrators and leaders, but more importantly from a 
lack of fresh thinking and innovative practice caused by excessive 
professional Inbreeding" (1972, p. 148).
As vocational education continues to grow in scope and complexity, 
the need for qualified leadership becomes ever more apparent, with 
administrators required to become increasingly effective. In a 
position of growing responsibility, the local director of vocational 
education w ill be readily visible and subject to the continuing call 
to accountability. However, the position of local director is 
relatively new, having f ir s t  been federally funded by the 1968 VEA 
Amendments; and one result of this recent inception is that the role 
of the local director has not been clearly defined. One study 
describes the position as one whose scope, authority, and organiza­
tional relationships are understood neither by position holders nor 
by their general administrators (Law, 1966).
Stimulated by federal funding provisions, studies have been made 
in several states in an attempt to define the role of the local 
vocational education director. To date, however, no such study has 
been made in the State of Nevada, with the result that l i t t l e  informa­
tion is presently available concerning characteristics and qualifica­
tions of the local director or the functions of the position.
I t  was fe lt ,  therefore, that an investigation should be under­
taken to determine: (1) what are the actual and desirable character-
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4istics for persons acting as local directors of vocational education 
in Nevada; (2) what do certain reference groups perceive as the 
present role of the director; and (3) what do the same groups feel 
the role should be.
Review of the Literature
A review of related literature focused upon the following four 
areas: (1) role theory; (2) characteristics and qualifications of
school administrators in general; (3) characteristics and qualifica­
tions of vocational education administrators, specifically; and 
(4) duties and responsibilities of vocational education administrators,
Role theory. Role theory is best described as the framework 
within which interaction of individuals in a given setting (society) 
can be examined. According to Linton, roles are the dynamic aspects 
of the positions, offices, and status within an institution which 
define the behavior of incumbents or actors (1936, p. 114). Banton 
suggests that every society can be viewed as a division of labor 
suited to its  environment, with particular members assigned tasks to 
perform on behalf of the group, so that "norms as to proper behavior 
in certain circumstances are established, and sanctions are developed 
to reward people for worthy conduct and punish them for deviations" 
(1965, p. 10). Gross, Ward, and McEachern also interpret role in 
terms of appropriate behavior: "A person's role is a pattern or type 
of social behavior which seems situationally appropriate to him in 
terms of the demands and expectations of those in his group" (1958, 
p. 13).
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
5Defining role as "the part played by an actor," English describes 
two distinct aspects: One deals with "the individual's characteristic 
kind of contribution to a group"; the second, with "the behavior that 
is characteristic and expected of the occupant of a defined position 
in the group." Each role affects the other, and yet two distinct 
concepts are represented: "The one depends on the personality in 
relation to the group, the other on social or cultural expectations" 
(1965, p. 468).
Sarbin names "self-concept," the interaction of self and role, 
as the unique feature of role theory (1954, p. 223). Lonsdale concen­
trates on role expectations: Organizations are composed of people who 
occupy positions having hierarchical and horizontal relationships, and 
"the way people behave in those positions depends partly on how they 
think they are expected to behave and on how others actually expect 
them to behave" (1964, pp. 49-50).
Combining the concepts of "self" and "expectations" in his social 
process model, Getzels views the observed behavior of a role incumbent 
as a function of the interplay between an institution's expectations 
and an individual's personal needs disposition. With roles defined 
in terms of expectations, there are certain inherent obligations and 
responsibilities which can be termed "role expectations." "When the 
role incumbent puts these obligations and responsibilities into effect, 
he is said to be performing his role" (1958, p. 153). Thus, role 
expectations set standards and define limitations for the role 
incumbent.
According to Barnard, an organization's effectiveness and e f f i -
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6ciency can be determined by an analysis of how closely the observed 
behavior approximates the expected behavior (1938/1968, pp. 46-95). 
Similarly, Sarbin divides role theory into two parts: "role expecta­
tions," which are rights, obligations, and duties; and "role enact­
ment," or overt performance (1954, pp. 226-38).
The administrator's effectiveness w ill be determined in part by 
the extent he can conform to his role's expectations with the least 
degree of personality conflict. However, in addition to the incumbent's 
compatability with his perceived role, there also must be a congruent 
perception of that role by the incumbent's superordinates and subordi­
nates. How well he succeeds depends in part on what is expected of 
him by others in the organization; this is Biddle's "role consensus" 
concept (1966, p. 33).
In the absence of consensus, there may be conflict. An indivi­
dual performs the functions of a role according to his concept of that 
role. However, as Nolte points out, " . . .  others may have concepts 
of the same role, and these concepts may be widely varied." He 
concludes that when the role concept of the incumbent and those of 
others are congruent, there is less opportunity for role conflict 
(1966, p. 262).
Concerned as i t  is with the performance of the individual within 
the context of the institu tion, role theory is a useful tool for the 
examination of educational administration; for "schools are no 
exception to general laws which describe organizational phenomena" 
(Sergiovanni & S tarratt, 1971, p. 27). Role conflict w ill like ly  result 
i f  there is a divergence in role expectation between administrators
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7and teachers within the school organization (Corwin, 1965, pp. 1-22). 
Moyer concludes that to be successful, the school administrator must 
not only be aware of the attitudes of subordinates, but should seek 
to "harmonize the prevailing differences among them, and at the same 
time, attempt to bring his own leadership attitudes into a compatible 
position" (1955, p. 4). The organizational disservice that may exist 
in school administration in the absence of clear role definition is 
also confirmed by Newsome and Gentry's findings that public school 
administrators tend to be confused as to their role and functions and 
thus be logically inconsistent in thought and action as well as 
somewhat authoritarian (1966, pp. 263-70).
Role clarification is v ita l to an organization's successful 
operation. According to Nolte, the genius of administration rests 
in the proper definition and c larification of roles to the extent that 
the greatest effectiveness is extracted from each member of the 
organization: "To in itia te  and be w illing to change occasionally the
formal pattern of interrelationships calls for a special kind of 
administrative competence, and is based upon a thorough analysis of both 
the job to be done and the persons who make up the administrative 
unit" (1966, p. 259). "In itiation" and "willingness to change" are 
leadership qualities frequently ascribed to successful administrators, 
and Nolte's reference to these attributes in his discussion of role 
theory leads logically to an examination of characteristics and quali­
fications of school administrators in terms of leadership qualities.
Characteristics and qualifications of general school adminis­
trators . Early attempts to define the successful school administrator
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
8in terms of desirable tra its  (referred to by Knickerbocker as a
"romantic conception of the leader endowed with magic attributes"
[1966, p. 120]), have given way to investigation in terms of behavioral
aspects in general and of leadership behavior in particular. Barnard
characterized leadership as the catalyzing activity which stimulates
a ll those who contribute to an organization (1938/1968). While the
traits  approach was s t i l l  in vogue, Stogdill demurred, stating.
Leadership is not a matter of passive status or of the mere 
possession of some combination of tra its . I t  appears rather 
to be a working relationship among members of a group, in 
which the leader acquires status through active participation 
in and demonstration of his capacity for carrying cooperative 
tasks through to completion (1948, p. 66).
Katz adopts a three-skill approach in his consideration of adminis­
tration; emphasis is not on tra its  possessed, but on the ab ility  to 
use one's knowledge effectively--the important thing is not what the 
administrator is , but what he does in the areas of technical, human, 
and conceptual competency (1955, pp. 33-42). Alfonso, Firth, and 
Neville name leadership as an absolutely essential ingredient in school 
organization, as i t  influences behavior to achieve the organization's 
goals and also increases the feeling of importance and dignity of 
those persons being influenced: "The 'product' of the school is human
behavior, and the whole process through which that human behavior is 
determined and molded is one of influence, the impact of one human 
being upon another" (1975, p. 47).
Lipham holds that the activ ities of "leadership" and "administra­
tion" are mutually exclusive, the one being concerned with newness or 
change, the other, with maintenance of the existing structure. He 
concedes, however, that both behavior modes are directed toward
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
9achievement of school goals, and that the two have many factors in 
common (1954, pp. 119-141).
In his adaptation of the Ohio State Leadership Studies, Hal pin 
defines two fundamental leadership dimensions, "in itia ting  structure" 
and "consideration." He notes that effective leadership is generally 
associated with high performance on both dimensions (1966, pp. 86-127). 
McGregor's "effective leadership" is one that best achieves the 
integration of the organization's goals and the individual's needs 
(1960, p. 58). Sergiovanni and Starratt, who distinguish between 
supervision (those actions depending upon the organization's human 
aspects) and administration (those which do not), divide leadership 
into two general, mutually exclusive categories: one is concerned 
with people and the other with getting the job done (1971, p. 87).
Attempts to define the successful administrator in terms of 
effective leadership behavior lead logically to exploration of those 
characteristics and qualifications which indicate the presence of 
leadership qualities. According to .Campbell, Corbally, and Ramseyer, 
i t  is not enough to l is t  competencies required of a successful school 
administrator. Rather, they focus on two distinct areas of responsi­
b ility :  (1) performing a ll duties that enable the carrying out of
the program, and (2) defining a ll tasks that effect the operation 
and/or improvement of the total program (1958).
Drucker has established four basic rules for the successful 
administrator. He must: (1) decide upon his distinctly individual
contributions and carry them out; (2) be aware of how his time is 
spent; (3) set priorities and abide by their decisions; and (4) build
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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on strengths, especially the strengths of people (1964, p. 4).
Culbertson notes that in the selection of administrators, value 
is often placed on the following behaviors: making sound decisions, 
communicating effectively, maintaining morale s k illfu lly , and coping 
with change constructively (1964, pp. 303-30). Ovard believes 
leadership necessarily consists of planning, in itia tin g , managing, 
delegating, coordinating, decision-making, communicating, and 
evaluating (1966, p. 30). According to Wiles, the successful adminis­
trator is one who is skilled in releasing human potential, leading, 
communicating, developing curriculum, and improving instruction (1967).
Stating that tomorrow's successful administrator must be highly 
skilled and possess certain personal and professional qualities, Carey 
characterizes that person as one of tact and in tegrity , in control at 
a ll times, better educated than his predecessors, and adept a t giving 
public praise and private reprimands. An inspiration to others and 
adaptive to change, Carey's successful administrator "will be both 
a dreamer and a doer" (1968, p. 229).
The specialized nature of vocational education requires adminis­
trators with certain characteristics and qualifications, and these are 
examined next.
Characteristics and qualifications of vocational education 
administrators. Commissioned by President Kennedy in 1962 to review, 
evaluate, and recommend improvements for vocational education, the 
Panel of Consultants on Vocational Education stressed the dynamic 
nature of the fie ld  and the importance of leadership equal to the 
challenge of change:
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The leadership of vocational education w ill determine both 
its  quality and effectiveness. In a rapidly changing 
world, this leadership must be dynamic and forward-
looking, and able to adapt its  thinking to the constantly
changing situation which i t  faces. Capable leadership is 
always in short supply in new fields (1963, p. 162).
The Oregon State Department of Education incorporated the foregoing
statement in its  1965 "Rationale for Vocational Education," adding that
the type of leadership called for is especially v ita l to vocational
education, as a result of the c ritica l need for expansion (1965, p. 40).
Congressional requirements for continual program evaluation and
upgrading resulted in the 1966 appointment of the Advisory Council on
Vocational Education, which was charged with the task of reviewing
the administration of vocational education programs and making
recommendations for improvement of that administration. In its  in it ia l
report of 1968, the Council emphasized the need for strong leadership:
Prior to the Vocational Education Act of 1963, leadership 
activities had received only token attention nationwide.
I t  was le f t  to the old theory that "the cream w ill rise to 
the top" to supply part of the need for leadership, but 
suddenly the demand for sophisticated personnel in leader­
ship positions made the old practice unsatisfactory and new 
catalysts were needed (p. 10).
With the need for strong leadership in a specialized educational 
f ie ld  established, efforts have been made to specify those qualities 
which must be possessed by the successful vocational education leader. 
Wenrich suggests that such a person w ill demonstrate leadership through 
clarifying and in itia tin g  common goals, productive action, warm 
relationships, work procedures, and group cooperation, effecting change 
and building organizations for the achievement of meaningful purpose 
(1971, p. 532).
Bregman, Chialtas, and Nelson stress the need for identifying
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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leaders for vocational education so that challenges to education can
be more adequately addressed (1974). However, Evans indicates that
at the local level the selection o f the best candidate may be purely
accidental, with local school o ffic ia ls  often identifying an
individual who can be immediately promoted and later trained:
Potential leaders need to be identified as well as to be 
trained. Too often the identification process has been 
le f t  to chance. At the local level, vocational education 
leadership potential is rarely surveyed until an adminis­
trative opening has occurred through death, resignation, or 
expansion of the program. Then the local school o ffic ia ls  
try to identify an individual who can be immediately pro­
moted and later trained (1971, p. 250).
Naming the selection and development of administrators and other 
leaders as ongoing problems in vocational education, Leighbody con­
cludes: "The root of the problem is the decision as to what consti­
tutes appropriate qualifications and appropriate preparation for 
vocational teachers and for those who w ill have leadership roles in  
vocational education" (1972, p. 136). He advocates that we abandon 
the maxim that successful vocational education administrators must 
f ir s t  have labored in the vineyard as industrial, technical, agri­
cultural, or similar service area workers. He states that such leaders 
"need to learn whatever is necessary to relate to occupational educa­
tion, but they must become generalists rather than specialists within 
i t"  (1972, p. 150).
Barlow agrees that vocational education administrators should be 
trained in the skills of general administration. However, he believes 
that they should have had depth of experience in the actual area of 
vocational education; and "the supervisor at the local level should 
have the skills  that w ill enable him to work effectively with the
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instructional s taff since the major purpose of supervision is to 
improve instruction" (1974, p. 267).
Strong suggests application of the following criteria  in evalu­
ating qualified vocational education administrators: experience in
vocational and technical education, occupational experience outside of 
education, and training in administration. He must also be "able to 
work with and gain the respect of both his superior and subordinates" 
(1974, pp. 75-76).
Although the characteristics of general and vocational education 
administrators are discussed in the lite ra tu re , l i t t l e  has been written 
about the specific characteristics and qualifications needed by the 
local director of vocational education. In 1948, when very few school 
districts had established such positions. Mays wrote that the local 
director should have an education philosophy that "specialized voca­
tional training is a necessary aspect of the education of every man 
and citizen" (p. 271).
Responding to the stimulus of federal funding, some states in 
recent years have set qualifying standards for the local director.
Among these states is California, whose minimum qualifications are 
set forth in the California State Plan for Vocational Education:
(a) Professional. Shall hold a valid California super­
vision or administration credential and a credential 
authorizing the teaching of a vocational subject.
(b) Occupational Proficiency. Shall have at least two 
years of successful work experience in an occupation 
pertinent to this state plan.
(c) Teaching Experience. Shall have at least two years' 
teaching experience as part of a vocational education 
program.
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(d) Internship. A local director of vocational education 
may be employed on the basis of partial fu lfillm ent of the 
requirements In Item (a) through an organized and approved 
Internship program (1976, p. 18).
The Nevada State Plan for Vocational Education -  Fiscal Year 1977
makes the following provision:
Local Vocational Education Personnel. All local education 
personnel who have responsibilities In  Vocational Education 
must meet qualifications published by the State Board which 
are available upon request. The qualifications are related 
to the duties to be performed, and are neither so high as 
to preclude the hiring of persons competent to perform the 
duties of the position or so low as to permit the hiring of 
persons who are not competent to f i l l  the position (p. 28).
The State of Nevada has set the following requirements for Issu­
ance of an Administrative Vocational Endorsement, the authorization 
necessary to administer vocational and career education programs In 
the State:
1. A professional vocational and career education certificate  
endorsement related to one of the 16 career clusters or a 
career guidance certificate endorsement.
2. A masters degree In vocational or career education or one 
of the career clusters therein or school administration.
Including 12 semester credits In professional vocational 
education subjects and 2 years of full-tim e teaching employ­
ment In one of the career cluster areas; or 2 years of fu l l ­
time employment In career guidance.
3. Two years of verified occupational employment In an 
occupation other than education (Nevada Department of Educa­
tion, 1975, p. 13).
Several studies conducted at the state level have attempted to 
determine existing and desirable characteristics and/or qualifications 
of local directors of vocational education.
Law's New York State study found that many vocational administra­
tive functions are carried out by persons having neither a background 
In vocational education or training In Its  administration. The study 
recommended the following qualifications prior to vocational admlnlstra-
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tion certification: appropriate occupational experience, teaching and 
supervisory experience In vocational schoolwork, and professional 
training and preparation (1965).
Edmunds' Utah study recommended that local directors possess a 
master's degree, preparation In a vocational subject, and hours In 
school administration (1967). In Missouri, Sireno found that a voca­
tional administrative certification was not a prerequisite for the 
local director and that the majority of directors surveyed had no prior 
administrative experience (1974).
A Tennessee survey resulted In the following recommendations for 
qualification as local director: master's degree, 6 to 10 years' 
teaching experience, 3 to 5 years' outside work experience, and 
secondary certification with vocational specialization (Holt, 1973). 
While recommending special certification and training programs for 
local directors, the Alabama State study concurred In other respects 
with Holt's recommendations (Alabama State Department of Education, 
1976). Erlcksen's findings In Minnesota were sim ilar, differing In the 
recommendation of from 1 to 5 years' prior teaching experience (1975).
In addition to ascertaining those characteristics and qualifica­
tions which are desirable for the local director of vocational educa­
tion, an attempt to define the director's role requires that an 
Investigation be made of the duties and responsibilities attaching to 
the position.
Duties and responsibilities of vocational education administrators. 
As early as 1945, Struck Identified 12 responsibilities frequently 
performed by the local director, noting that the duties, of course, w ill
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vary with the locale (pp. 124-25). The National Panel of Consultants 
recommended that the position operate at the level of assistant to 
the superintendent and that responsibilities Include those of 
administering, supervising, coordinating, evaluating, and business 
management functions (1963). Roberts' l is t  of recommended activities  
Included determining the kind and number of vocational schools and 
classes, duties and assignments of teachers, promotional programs, 
and planning for Improvement of teachers (1965, p. 160).
Guidelines developed for local directors In Tennessee Identify 
12 areas of responsibility and define the overall role as one of 
"organization and management of a prevocational through post-secondary 
and adult program of vocational administration" (Tennessee State Board 
of Education, 1975, p. 17). Similarly, California has mandated duties 
for directors within the state; and responsibilities Include planning, 
developing, coordinating, and evaluating vocational programs; personnel 
development and training; and program promotion and expansion 
(California State Department of Education, 1976, pp. 17-18).
Several state studies have attempted to define the role of the 
local director through an Investigation of the duties and responsi­
b ilit ie s  of that position. Law's study found the status of local 
directors had not been clearly established In New York State and 
reported that local boards of education needed to define the duties 
and responsibilities for that position (1966).
The position of local director of vocational education Is one that 
Is required by the State of Utah; and Edmunds found that appropriate 
duties Included those of budgeting, reporting, directing work study
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and adult programs, contacting employers, working with advisory 
committees, training, and public relations work (1967). In his con­
temporaneous study of actual practice in  Utah, Stephens found that 
the director's time was primarily concerned with administrative 
matters, although responsibility for planning, training, and evaluating 
was recognized (1967). Soule found no uniform pattern for Michigan 
directors and recommended further research, hopefully leading to 
organizational patterns which would allow the vocational director more 
time for significant leadership functions (1966).
Several studies on the role of the local director have been 
conducted In California: Stanger found that reference groups perceived 
administrative and executive functions as being the most Important 
aspects of the position, together with functions concerned with the 
Instructional program and professional Improvement (1967). In Valencia's 
survey, professional educators ranked 12 functions related to the 
position. The group gave highest priority to functions relating to 
organization of needs and employment/career opportunity Information. 
Development of management systems was considered least Important (1975).
The end product of Coster's study was to be a training package 
for West Virginia local directors. Needed competencies developed were 
categorized as those of planning, actuation, and control (1973). Sireno 
found that although reference groups were In substantial agreement as 
to the Ideal functions of the position, written job descriptions were 
non-existent In over 60 percent of Missouri area vocational schools 
(1973).
Two studies have been reported for Texas, where the vocational
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director unit has been provided to local school districts since 1969: 
Loudermilk found that the high school principal traditionally had been 
responsible for the services to be provided by the local director; and 
while the principal and the local director were In substantial agree­
ment as to the position's necessary functions, l i t t l e  harmony existed 
between the directors' perceived roles and d is tric t line and s ta ff  
relationships (1973). A second Texas study dealt with a detailed 
consideration of 56 tasks performed by secondary vocational-technical 
administrators. The four top-ranked tasks were In the areas of planning, 
organizing, and administering the educational enterprise section 
(Educational Personnel Development Consortium D, 1975).
Holt's survey of reference group perceptions regarding functions 
of the actual and Ideal roles of the local director found that In 
practice the director Is perceived to place highest priority on pro­
fessional, administrative, and supervisory activ ities . Most of the 
functions perceived as "Ideal" were In the administrative and super­
visory category (1973).
In 1973, in the process of developing a model graduate program 
In occupational education administration, Illin o is  educators identified  
159 competencies as essential to the vocational education administrator. 
These essential functions were categorized as: planning and Implemen­
tation; s ta ff recruitment; personnel development and management; 
program operation; program management; management of physical fa c ilitie s , 
supplies, and equipment; and public relations ( Illin o is  State Board 
of Vocational Education and Rehabilitation),
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The balance of this section Is concerned with a statement of 
proposal for the study and Includes data related to the Investigation's 
purpose, limitations Imposed, assumptions made, definitions employed, 
and study organization.
Statement of Proposal
The purpose of this study Is to Investigate and define the actual 
and the Ideal roles of the local director of vocational education In 
the State of Nevada, as perceived by three reference groups: role
Incumbents (local directors); superordinates (d is tr ic t superintendents); 
and subordinates (vocational teachers).
The actual and Ideal roles w ill be Investigated in terms of the 
following elements:
1. Backgrounds In terms of characteristics and/or qualifications 
actually possessed by Nevada's local directors of vocational education.
2. Desirable minimum characteristics and/or qualifications of 
local directors o f vocational education In the State. Characteristics 
and/or qualifications to be considered w ill Include educational level, 
teaching experience, work experience outside the fie ld  of education, 
training programs, and certification . Investigation w ill be In terms 
of determining whether desirable characteristics and qualifications 
are perceived differently among the three groups, and whether there 
are significant differences between the actual and the desirable.
3. Desirability of establishing special training programs and 
certification for local directors and determination of the best agency 
to offer special training programs. I f  deemed desirable.
4. Actual and Ideal functions making up the role of the local
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director. Differences between the actual and ideal w ill be surveyed, 
as well as differences in perception among the reference groups.
5. Categorical distribution of the actual and Ideal functions 
of the local director. Perceptions of the reference groups w ill be 
Investigated to determine the relative Importance of functions 
categorized as:
A. administration and supervision
B. curriculum and Instruction
C. public relations
D. professional activ ities
E. research activ ities
6. Determination of the overall most Important functions of the 
role of the local vocational education director. The most Important 
functions w ill be developed according to the perceptions of the groups 
Individually, as well as overall, and an investigation made as to 
whether differences exist among the groups as to their perceptions of 
the most Important functions.
7. Determination of whether policies should be established In 
support of the defined role of the local director.
8. Establishment of the range of activities which should consti­
tute the role of the local director of vocational education.
Limitations
This study w ill be limited to:
1. the geographic area of the State of Nevada;
2. those Individuals In Nevada school districts who are charged 
with the responsibility of administering vocational education at the
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d is tric t level (role incumbents);
3. the superintendents (superordinates) of 15 Nevada school 
districts during the 1976-77 school year;
4. vocational education teachers (subordinates) of 15 Nevada 
school districts during the 1976-77 school year; and
5. a review of the literature pertaining to the role of 
administration In vocational education.
Assumptions
In order to provide the basis for design and justification for 
pursuit of this study, certain assumptions have been made:
1. An appropriate role can be Identified for the local vocational 
education director.
2. The above defined role at the public school d is tric t level In 
the State of Nevada Is legitimate and defensible.
3. A tentative l is t  of vocational education director's duties 
and responsibilities can be developed from the literature .
4. Effective use can be made of a qualified jury of specialists 
to d is t il l  from the preliminary l is t  those functions essential to the 
position of local director of vocational education In Nevada.
5. An Instrument which Is appropriate and adequate for the 
collection of data necessary for the study can be developed.
6. Data w ill be subjected to adequate and appropriate statistical 
treatment.
7. Findings of the Investigation w ill be beneficial: to local
directors In defining their proper role; to state leaders as bases for 
bringing uniformity to the local director's position Insofar as
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characteristics and/or qualifications, and duties and responsibilities 
are concerned; and to teacher education institutions In developing 
programs of training for present and potential vocational education 
administrators.
Defi n111 ons
Actual role. The total functions and behavior patterns which are 
performed at any given time in a position.
Consensus. A relatively high degree of agreement among the 
reference groups. When the questionnaire for this study was being 
formulated. I t  was determined that jury consensus occurred when 78.5 
percent or more of jury members concurred.
Desirable minimum characteristics and/or qualifications. That 
level of achievement of a particular characteristic or qualification  
which reference groups perceive to be the minimum acceptable for the 
local director of vocational education.
Ideal ro le . The total functions and behavior patterns which are 
regarded as epitomizing the successful actions of a position.
Local director. The educational administrator responsible for 
the overall coordination, administration, and development of vocational 
education In a public school d is tric t.
Reference groups. The educational personnel which Influence the 
role, self-concept, and self-expectations of the local director. For 
the purposes of this study, the reference groups consisted of local 
vocational education directors (role Incumbents); superintendents 
(superordinates); and vocational teachers (subordinates).
Role. The total behavior of the local director while performing
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
23
his duties, as determined by the expectations of others and his own 
self-concept and self-expectations.
Vocational education. A program of education which equips an 
Individual with specific s k ills , so he Is more employable In one group 
of occupations than In another.
Vocational teacher. A faculty member who Is responsible for the 
Instruction and Implementation of experience necessary to develop the 
student's occupational s k ills .
Organization of the Study
Four chapters were utilized In the reporting of this study, as 
follows:
Chapter I serves as an Introduction and contains a review of the 
related lite ra tu re , as well as a statement of the proposal.
Chapter I I ,  Method, Is a report of procedures employed, descrip­
tion of population for the study. Instrumentation development, and 
treatment of data.
Chapter I I I ,  Results, presents the main Idea of findings and 
data developed from the Investigation. This section contains analyses 
of data collected and presented concerning the actual and Ideal roles 
of the local director and related characteristics and/or qualifications.
Chapter IV, Discussion, reports overall findings, evaluation, and 
Interpretation of findings, together with conclusions developed as a 
result of the Investigation and recommendations.
In addition to the main body of the study reported above, a l is t  
of references and relevant appendices are Included.
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Method
The methodology employed in conducting this study is described 
in this chapter under the following subsections: Procedure, Population,
Instrumentation, and Treatment of Data.
As previously stated, the purpose of the study Is to Investigate 
and define the role of the local director of vocational education In 
the State of Nevada. Pursuant to a review of the lite ra tu re . I t  was 
determined that the concept of role theory, and In particular the 
aspects of leadership qualities and role functions, would be central 
to the Investigation. Therefore, objectives could best be achieved 
through examination of actual and Ideal characteristics and q u a lifi­
cations of Nevada's local directors and of actual and Ideal functions 
of the role. This premise served as the basis for determining the 
tasks to be undertaken In order to achieve stated objectives.
Procedure
Careful consideration resulted In development of the following 
as a logical progression of steps to be accomplished In reaching study 
objectives:
1. Development of a tentative l is t  of functions to be submitted 
to a jury of specialists for consideration.
2. Identification of a jury of specialists to be utilized In 
determining the functions essential to the position of local director
24
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
25
of vocational education in the State of Nevada.
3. Identification of the population to be surveyed.
4. Development of a survey Instrument to collect data pertaining 
to the actual and desirable minimum characteristics and/or qualifica­
tions and the actual and ideal role functions of the local vocational 
education director In Nevada.
5. Collection of data from the Identified population.
6. Statistical treatment of the data to determine:
A. actual characteristics and/or qualifications of persons 
serving as local directors of vocational education;
B. reference group perceptions as to the desirable minimum 
characteristics and qualifications of local directors, and whether 
significant differences exist relative to the background variables of 
educational preparation, teaching experience, outside work experience, 
and certification;
C. reference group perceptions as to those functions which 
comprise the actual and ideal roles of the local director and whether 
significant differences exist between functions assigned to the Ideal 
and the actual roles;
D. rank-order coefficients of correlation by reference group 
for five function categories of the actual and the Ideal roles, and 
whether significant differences exist between reference groups for 
each category;
E. the most Important overall functions. Ideally, of the 
position of local director of vocational education, as perceived 
collectively by a ll groups.
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Population
The investigation was limited to the geographical boundaries of 
the State of Nevada and was conducted in those 15 Nevada school 
districts which conduct secondary school vocational programs. One 
county, Esmeralda, has elementary school units only. Another county. 
Storey, does have a secondary school, but is not included in the 
State's delivery system for vocational education. These counties, 
therefore, were not Included In the survey. Nevada school districts  
offering vocational education programs are listed In Appendix A.
Because of their predominantly rural atmosphere, and also because 
of sparse school populations, some Nevada school districts have not 
designated one individual with sole responsibility for direction of 
vocational education programs within the d is tric t. However, the 
Nevada Department of Education has Identified one Individual In each 
secondary d is tric t with whom they deal on vocational education matters. 
A l is t  of those Individuals was obtained from the Department's Office 
of Accountability. I t  was found that nine of the State's districts  
have a designated "Vocational Director"; In one d is tric t, responsi­
b ility  Is shared by two Individuals; In five districts , responsibility 
for vocational education activities and programs Is one of the 
functions performed by the superintendent or assistant superintendent.
Role Incumbents. Those Individuals, excepting d is tric t super­
intendents, Identified by the State Department of Education as respon­
sible for d istrict-level administration of vocational education 
programs, were surveyed as role Incumbents. Eleven Individuals were 
so Identified. In one of the d istric ts , two Individuals who share
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responsibility for direction of vocational education programs jo in tly  
submitted one questionnaire, with the result that ten responses were 
received from role Incumbents.
Superordinates. D istric t superintendents In each of Nevada's 15 
secondary school districts having vocational education programs were 
surveyed as superordinates.
Subordinates. A l is t  of a ll vocational teachers In the State's 
15 secondary school districts having vocational education programs was 
developed from Information furnished by the State Department's Office 
of Accountability. These source data consisted of lis ts  of teachers 
compiled by state consultants In each of five service areas: agri­
culture, business and o ffice , distributive-cooperative education, 
home economics, and technical education. Additional names were 
developed from the Nevada Educational Directory, 1976-77. A total 
of 322 names were Identified as vocational teachers In 50 secondary 
schools In the State, and these comprised the third reference group, 
subordinates.
A summary of the composition of the survey population Is presented 
in Table 1, which also Indicates the percent of survey return from a ll 
reference groups.
Instrumentation
Development of the Instrument used for the study was accomplished 
In two steps:
1. A preliminary l is t  of functions was developed and submitted 
to a jury of specialists for Identification of those functions essential
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Table 1 
Population of the Study
Reference Group
Number in  
Population
Number
Surveyed
Number of 
Respondents
Percent
Returns
Local director® 10 10 ID 100.0
Superlntendent^ 15 15 15 100.0
Vocational teacher '^ 322 322 236 73.3
Total 347 347 261 75.2
Includes only those persons designated as responsible for conduct 
of d istric t-level vocational programs.
^Includes only those Nevada districts In the State's delivery 
system for vocational education.
‘'Includes a ll teachers identified by the Office of Accountability 
as having vocational teaching assignments.
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to the position of local director In the State of Nevada.
2. A final instrument was developed through which to survey the 
identified population.
The preliminary l is t  of functions submitted to the jury was 
developed from a search of the literatu re  and from the researcher's 
personal observations. In developing the l is t ,  similar studies 
conducted In other states were consulted. As a result o f the lite ra ­
ture search and contributions by the researcher, a tentative l is t  of 
88 functions was submitted to the jury.
I t  was determined that those best qualified to serve on the jury 
of specialists would be those persons In each d is tric t charged with 
responsibility for administering vocational education programs at the 
d is tric t level. This decision was based on the assumption that these 
individuals could best judge which functions are essential to the 
day-to-day operation of secondary-level vocational education and could 
respond from a practical rather than Idealis tic , or even theoretically 
desirable, point of view. Therefore, those Individuals Identified by 
the Nevada Department of Education, Office of Accountability, as the 
persons with whom that Office dealt In matters pertaining to vocational 
education were Invited to serve on the jury. I t  was assumed that 
each person so contacted was knowledgeable In the tasks required of 
the local vocational education director, by virtue of the Interaction 
of each with the State Department. In the 15 secondary school districts  
having vocational education programs, 16 Individuals were so Identified  
by the Office of Accountability.
A le tte r  was sent to these Individuals, soliciting their assls-
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tance in the preliminary phase of the study (see Appendix B-1), with a 
return post-card enclosed for their response. Follow-up telephone 
calls were made to those Individuals who had not responded after one 
week, with the result that 15 of the 16 contacted agreed to serve.
Two Individuals representing one d is tric t completed the form as a 
jo in t e ffo rt, so that 14 preliminary survey forms were completed and 
returned. Members of the jury are listed In Appendix B-4. As affirma­
tive responses were received, a note of appreciation was sent to each 
acceptor.
Immediately upon receipt of the final acceptance, the tentative 
l is t  of functions previously developed was mailed to jury members, 
who were asked to Indicate those functions they considered essential 
to the position of local director of vocational education In Nevada.
In addition, they were Invited to offer suggestions, revisions, and 
additions, relative to content and/or style. Functions were cate­
gorized as follows: administration and supervision, curriculum and 
Instruction, public relations, professional activ ities , and research 
activities (see Appendix C for preliminary survey sent to the jury).
At Intervals of one and two weeks after the preliminary l is t  was 
sent, follow-up letters were mailed and telephone calls made, so that 
approximately one month after tentative lis ts  were f ir s t  submitted, 
a ll jury members had marked and returned the forms. All responses 
made by the jury were utilized , although no additions, revisions, or 
clarifications were offered. Jury consensus on functions ranged from
0.0 percent (the function deemed non-essential by a ll respondents) 
to 100.0 percent. Only those functions with a 78.5 percent consensus
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were included in the final survey instrument. Jury member response 
to the preliminary l is t  Is summarized In Appendix C.
In order to measure the degree of Importance attached to each 
function in the actual and Ideal roles of the local director, a 
Likert-type instrument was developed, based upon those Items with a 
78.5 percent consensus of the jury of specialists. From the original 
88 Items submitted to the jury, 53 were selected for Inclusion In the 
final Instrument. Functions were categorized In the final instrument, 
as In the preliminary survey. However, because only one Item In the 
community Interaction category had survived jury selection, that 
category was eliminated, and the one function named under that heading 
was Incorporated In the public relations section.
Thirteen additional Items were designed for the questionnaire 
to provide data regarding the general background, training, and 
qualifications for the local director's role. Two forms were 
developed for this portion of the survey: The f ir s t ,  mailed to role 
Incumbents only, asked for responses as to actual background data, 
as well as for recommendations pertaining to Ideal preparation for 
the role (see Appendix D-1). A second,shorter version was sent to 
all superintendents and vocational teachers, seeking to ascertain 
their perceptions as to the desirable minimum characteristics and/or 
qualifications for one performing the role of local director (see 
Appendix D-2). All reference groups were asked to Indicate percep­
tions as to those functions presently performed (the actual) and 
those which should be performed (the Ideal) by the local director 
(see Appendix D-2).
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With the form approved and the items determined, the survey 
Instrument was printed and prepared for distribution to a ll reference 
groups. Personalized cover le tte rs , u tiliz ing  an IBM memory type­
writer, accompanied each Instrument; return envelopes were provided 
for reply. An advisory le tte r also was sent to the principal of 
each high school in which teachers were surveyed. Copies of the 
final survey instrument and cover letters are Included In Appendix D.
The response rate following the In it ia l mailing was 56 percent. 
Because of the small number of role Incumbents and superordinates 
Involved In the study, a high rate of return from those Individuals 
was deemed essential to the valid ity of the study. Therefore, personal 
telephone calls were made to those local directors and superintendents 
who had not responded at the end of the f ir s t  10 days. Follow-up 
letters (see Appendix E) also were sent at that time to non-respondent 
vocational teachers.
Questionnaires received subsequent to follow-up procedures raised 
overall response to 75.2 percent. A summary of response by group Is 
presented In Table 1. At that point, a decision was made that the 
return was sufficient for the purposes of the Investigation; and no 
further attempt was made to follow up on non-respondents.
Some of the Instruments returned were Incomplete; that Is , 
response to some Items was lacking. This lack of response was partic­
ularly true with regard to subordinates* responses regarding the 
"actual" functions performed by the local director. Because these 
non-responses represented a small fraction of responses overall, no 
allowance was made for their omission; and the computer automatically
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excluded these missing data from the computations.
Treatment of Data
File manipulation procedures were used to process data through 
the computer fa c ilit ie s  at the University of Nevada, Las Vegas. To 
achieve study objectives, the following methods were utilized:
Actual characterlsties and/or qual1f 1catlons. These were reported 
only by the role Incumbents; that Is , the local directors responded 
as to their background experience and preparation. The Information 
submitted relative to education level, teaching and work experience, 
and certification was treated to determine frequencies, means, and 
relative percentages.
Desirable minimum characteristics and/or qualifications. All 
reference groups reported their perceptions as to the desirable 
minimum characteristics and/or qualifications of the local director.
In addition to the tests conducted for the actual characteristics and 
qualifications, tests were conducted to determine whether significant 
differences existed between perceptions of the three reference groups. 
An appropriate one-way analysis of variance or Chi-Square test was 
u tilized , with the following formula u tilized  In computing Chi-Square;
X2 .  ( f p  -
e
where f^ = observed frequency and f^ = expected frequency (Guilford, 
1957). To determine whether the difference between the composite means 
of the actual and the desirable was significant, a t-te s t was applied
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to each characteristic and/or qualification.
Certification and training programs. Statistical treatment of 
data pertaining to certification and training of local directors 
Involved the computation of frequencies, means, and percentages. Where 
appropriate, Chi-Square and one-way analysis of variance were applied 
to determine the existence of significant differences.
Overall actual and Ideal roles. A two-dimensional actual and 
Ideal role Inventory In the form of a Likert-type ordinal scale was 
employed In assessing perceptions of the three reference groups. 
Numerical values were assigned five  choices as follows: "Great 
Importance," one; "Much Importance," two; "Some Importance," three; 
"L ittle  Importance," four; and, "No Importance," five . Data thus 
generated were subjected to computation of means, percentages, and 
composite scores for each function by Individual reference groups and 
by a ll groups, collectively.
To determine I f  significant differences existed between reference 
group perceptions of the actual and the Ideal roles, a t-te s t was 
applied to composite mean scores of each reference group and to overall 
composite mean scores. As a further check, a two-way analysis of 
variance was also conducted, u tiliz ing  the average mean of each 
reference group for both the actual and the Ideal roles.
To determine the relative Importance of each function, mean 
scores were utilized as a basis for assigning rank orders to each.
Role functions by category. In order to compare reference group 
perceptions by category of functions, means for each function for
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both the actual and the ideal roles were calculated and rank orders 
assigned within each category. Further, to determine the degree of 
relationship between rank orders of reference groups and between each 
group rank order and the overall group rank order, rank-order coef­
ficients of correlation were calculated.
Where appropriate, one-way analysis of variance was applied to 
composite reference group mean scores for each category to determine 
I f  significant differences existed between reference groups. To 
determine I f  there was a significant difference between the actual and 
the Ideal roles, a t-tes t was utilized to compare the overall composite 
means of each category relative to the two roles.
Most Important functions. To determine the overall most Important 
functions of the local director's role, rank orders were established 
by using the overall group means and Individual means to determine 
the relative Importance of each function. The 20 top-ranked functions 
were designated the overall most Important.
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Chapter I I I  
Results
This chapter summarizes the data collected for the study and 
discusses the statistical analysis of those data. Data in the following 
six categories are presented and discussed; (1) actual characteristics 
and/or qualifications of local directors of vocational education In 
Nevada; (2) desirable minimum characteristics and/or qualifications of 
local directors; (3) certification and training programs for local 
directors; (4) overall actual and Ideal role functions of the local 
director; (5) role functions by category; and (6) overall most Impor­
tant functions of the position.
Actual Characteristics and/or Qualifications
Investigation of characteristics and/or qualifications of local 
directors of vocational education In Nevada focused on two areas: 
actual characteristics and/or qualifications possessed by role Incum­
bents and desirable minimum qualifications as perceived by the three 
reference groups. Only the 10 local directors In the State were asked 
to provide data pertaining to actual background factors related to 
educational level, teaching experience, work experience outside 
education, and type of certification held. Two respondents In this 
group reported on the desirable characteristics and/or qualifications 
only and did not provide Information relative to their actual personal 
background. Data related to actual characteristics and/or q u a llfl-
35
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cations reported are summarized In Table 2.
With regard to educational level, 87.5 percent of the local 
directors reporting presently possess master's degrees plus additional 
hours. The balance hold master's degrees.
Indicated years of teaching experience prior to acceptance of 
the local director position ranged from 50.0 percent for 6 to 10 years 
to 37.5 percent for 1 to 5 years and 12.5 percent for 11 to 15 years.
No director reported teaching experience In excess of 15 years.
All local directors responding to this section of the question­
naire Indicated they had at least 3 years' previous work experience 
outside education. The greatest number (50.0 percent) reported work 
experience of 3 to 5 years, while 37.5 percent had worked In excess 
of 8 years outside education. The 5-to-8-year category accounted 
for the balance of the outside work experience reported.
Of those respondents having one type of certification only, three 
possess endorsement as secondary administrators; one, a general 
secondary certificate; one, endorsement In one or more vocational 
areas with administrative training related to the job. Three of the 
local directors reporting have multiple endorsements, with one holding 
a ll five types listed plus additional certification . Four respondents 
Indicated endorsement In some type of vocational area.
Desirable Minimum Characteristics and/or Qualifications
All reference groups were polled to determine what they considered 
to be desirable minimum characteristics and/or qualifications for the 
position of local director of vocational education. Following Is a 
summary of reported perceptions:
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Table 2
Actual Characteristics and/or Qualifications of 
Nevada Local Directors of Vocational Education
Characteristic and/ 
or Qualification
33
Level Attained
Education
B.S.
0.0
M.S.+ 
Addt'l. 
M.S. Hours
(Percent)
12.5 87.5
Ed.Sp.
0.0
Ed.D.
0.0
Number of Years
1-5 6-10 11-15 16-20 21+
Teaching (Percent)
Experlence 37.5 50.0 12.5 0.0 0.0
Number of Years
Outside Work 
Experience
1-2
0.0
3-5 6-8
(Percent) 
50.0 12.5
8+
37.5
Type'
Certification 12.5 0.0 37.5
(Percent)
0.0 12.5 37.5
Types of certification :
1. General Secondary certificate
2. Secondary certificate with endorsement In one or more 
vocational areas
3. Endorsement as secondary administrator
4. Endorsement as superintendent
5. Endorsement In one or more vocational areas with adminis­
trative training related to job
6. Combination of some of other types listed.
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Educational level. Table 3 presents a summary of perceptions of 
the three reference groups as they pertain to desirable minimum 
educational level. Overall results indicated a preference for the 
master's degree as the minimum educational level. Next in preference, 
overall, was the master's degree plus additional hours, followed by 
the bachelor's, educational specialist, and doctoral degrees.
To determine i f  there were significant differences between the 
perceptions of the three groups, an analysis of variance was conducted. 
Results shown in Table 4 indicate that significant differences did not 
exist between perceptions of the three reference groups, and that a 
master's degree is considered the desirable minimum educational level 
for local directors of vocational education.
Teaching experience. Responses of the three reference groups with 
regard to desirable minimum teaching experience for local directors of 
vocational education are presented in Table 5.
While 50.0 percent of the directors favored prior teaching experi­
ence of from 1 to 5 years, the majority in each of the other reference 
groups preferred 6 to 10 years as a minimum. Overall, 57.7 percent 
selected this la tte r grouping. Only 9.2 percent of total respondents 
indicated that the position should require 11 to 15 years' teaching 
experience; and 0.8 percent favored 16 to 20 years. In no case was i t  
indicated that more than 21 years would be the desirable minimum.
Superintendents and teachers indicated a preference for more 
teaching experience than did the local directors, although analysis 
of variance results indicated no significant difference between group 
perceptions at the .05 level (see Table 6).
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Table 3
Reference Group Perceptions o f  the D esirable Minimum
Educational Level for  the Local D irector
Educational Level
Reference Group
No.
in
Group B.S. M.S.
M.S.+ 
Addf 1. 
Hours Ed.Sp. Ed.D.
Director 10 20.0 70.0
(Percent)
10.0 0.0 0.0
Superi ntendent 15 20.0 66.7 13.3 0.0 0.0
Teacher 232 19.4 40.5 33.6 5.6 0.9
Overall Average 19.5 43.2 31.5 5.1 0.8
“N = 257.
Table 4
Analysis of Variance of Group Perceptions for Desirable Minimum 
Educational Level of the Local Director
Source of Variation SS df MS F Ratio
Between Groups 2.9343 2 1.4672 2.0406*
Within Groups 182.6220 254 .7190
Total 185.5563 256
*Not significant at the .05 level.
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Table 5
Reference Group Perceptions o f  the D esirable Number o f
Years o f  Teaching Experience fo r  the Local D irector
No. in Years of Teaching Experience
Reference Group Group 1-5 6-10 11-15 16-20 21 +
Director 10 50.0 40.0
(Percent)
10.0 0.0 0.0
Superintendent 15 20.0 80.0 0.0 0.0 0.0
Teacher 235 32.3 57.0 9.8 0.9 0.0
Overall Average 32.3 57.7 9.2 0.8 0.0
®N = 260.
Table 6
Analysis of Variance of Group Perceptions Concerning 
Desirable Minimum Number of Years Teaching Experience 
for the Local Director
Source of Variation SS df MS F Ratio
Between Groups 
Within Groups 
Total
.3555 2
103.5830 257
103.9385 259
.1777
.4030
.4410*
*Not significant at the .05 level.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
42
Work experience outside education. Table 7 summarizes responses 
of a ll reference groups to the question whether local directors of 
vocational education should have work experience outside the fie ld  of 
education. An overwhelming majority of respondents indicated that 
such should be the case. More than 90.0 percent of each reference 
group supported outside work experience as a prerequisite for the 
position, resulting in a 91.1 percent affirmative response, overall. 
As indicated by the calculated Chi-Square value, no significant 
differences existed between group perceptions of this item.
Table 7
Perceptions of Reference Groups as to Whether Local Director 
Should Have Work Experience Outside Field of Education
Reference Group
No. in 
Group Yes No
Director 10 90.0
(Percent)
10.0
Superintendent 15 93.3 6.7
Teacher 234 91.0 9.0
Overall Average 91.1 8.9
= 259. 
Chi-Square value = 217.01; P<.999.
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The number of years of outside work experience perceived to be 
desirable are reported in Table 8. Of the 236 respondents who 
indicated that such experience should be a part of the local director's 
preparation, 67 (28.4 percent) indicated that 1 to 2 years would be 
desirable; 58.1 percent favored 3 to 5 years; 9.3 percent, 6 to 8 
years; and 4.2 percent, over 8 years. None of the local directors, 
and only one superintendent, indicated that 6 to 8 years would be 
the desirable minimum of outside work experience. Of the three groups 
polled, only members of the teacher group indicated a need for more 
than 8 years of such experience.
As shown in Table 9, no significant differences existed between 
the three groups, as determined by an analysis of variance.
C ertification. Group responses regarding type of certification  
desirable for local directors of vocational education are presented 
in Table 10. Overall group response by type of certification was as 
follows: general secondary certificate , 3.5 percent; secondary 
certificate  with endorsement in one or more vocational areas, 41.2 
percent; endorsement as secondary administrator, 12.7 percent; endorse­
ment as superintendent, 1.2 percent; endorsement in one or more 
vocational areas with administrative training related to job, 33.1 
percent; combination of two or more of the foregoing, 8.5 percent.
Most frequently named by all groups was either the secondary certificate  
with endorsement in one or more vocational areas or certificate with 
endorsement in vocational areas together with administrative training 
related to the job. Least frequently specified was endorsement as 
superintendent.
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Table 8
Reference Group Perceptions o f  D esirable Minimum Number o f
Years Work Experience Outside the F ield  o f  Education
Reference Group
No. in 
Group®
Number of Years Work Experience
1-2 3-5 6-8 8+
(Percent)
Di rector 9 22.2 77.8 0.0 0.0
Superintendent 14 35.7 57.1 7.1 0.0
Teacher 213 28.2 57.3 9.9 4.7
Overall Average 28.4 58.1 9.3 4.2
Number of respondents favoring outside work experience was 236.
Table 9
Analysis of Variance of Group Perceptions for Desirable Minimum 
Years of Outside Work Experience for the Local Director
Source of Variation SS df MS F Ratio
Between Groups .6338 2 .3169 .5874*
Within Groups 125.7180 233 .5396
Total 126.3518 235
*Not significant at the .05 level
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Table 10
Reference Group Perceptions as to the Desirable 
Type of Certification for the Local Director
Type of Certification
Reference Group
No. in 
Group® lb 3" 4® 5f 69
Director 10 10.0 20.0
(Percent) 
20.0 0.0 30.0 20.0
Superintendent 15 6.7 33.3 26.7 6.7 20.0 6.7
Teacher 235 3.0 42.6 11.5 0.9 34.0 8.1
Overall Average 3.5 41.2 12.7 1.2 33.1 8.5
= 260.
General secondary c e rtifi cate.
Secondary certificate with endorsement in one or more vocational
areas.
^^Certificate with endorsement as secondary administrator.
^Certificate with endorsement as superintendent.
■fCertificate with endorsement in vocational area(s) together with 
admi nistrative trai ni ng.
^Other type certificate , including possibly a combination of above 
ci ted certi f i  cates.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
46
An analysis of variance (Table 11) indicated that no significant 
differences existed between group perceptions with regard to this 
qualification.
Table 11
Analysis of Variance of Group Perceptions for Desirable 
Type of Certification for the Local Director
Source of Variation SS df MS F Ratio
Between Groups 5.3511 2 2.6756 1.3790*
Within Groups 541.3050 279 1.9402
Total 546.6561 281
*Not significant at the .05 level.
Comparison of actual and ideal characteristics and/or qualifica­
tions. In order to compare the actual characteristics and/or q u a lifi­
cations possessed by local directors of vocational education in Nevada 
with those minimums considered desirable by the three reference groups, 
t  values were calculated; and results are presented in Table 12. As 
can be seen, the t  values are significant for the background factors 
of educational preparation (.05 level) and outside work experience 
(.01 leve l). The values found in comparing the actual and desirable 
teaching experience and type of certification are not significant. Mean 
values for the actual situation were higher than the desirable for
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educational level and years of outside work experience; the reverse 
was true for years of teaching experience and type of certification .
Table 12
Comparison of the Local Director's Actual and Ideal 
Characteristics and/or Qualifications Relative 
to Significant Differences
Characteristic and/ Actual Ideal
or Qualification Mean Variance Mean Vari ance t
Educational Level 2.88 .13 2.25 .72 -2.08**
Years of Teaching 
Experience 1.75 .50 1.78 .40 .15
Years of Outside Work 
Experience 2.88 .98 1.89 .54 -3.68*
Type of Educational 
Certi f i  cati on 2.81 2.03 3.15 9.03 .92
^Significant at the .01 level.
**Significant at the .05 level.
Certification and Training Programs
With regard to special certification and training programs for 
local directors, respondents were asked to indicate whether special 
certification would be desirable; i f  special training programs should 
be established; and, in the la tte r  case, who should offer such training. 
Response was as follows:
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Special certification . Table 13 presents reference group opinions 
regarding establishment of special certification provisions for local 
directors. While the overall majority indicated that such certifica­
tion would be desirable, 77.8 percent of the superintendents and 73.3 
percent of the directors were not in favor of establishing special 
certification for local vocational education directors. As indicated 
by the calculated Chi-Square value, no significant differences existed 
between group perceptions of this item.
Table 13
Perceptions of Reference Groups as to Whether Special Certification 
Should be Established for the Local Director
Reference Group
No. in 
Group® Yes No
( Percent)
Di rector 9 22.2 77.8
Superintendent 15 26.7 73.3
Teacher 230 56.5 43.5
Overall Average 53.5 46.5
= 254
Chi-Square = 128.481; p<.999.
Special training programs. A majority of a ll groups indicated 
that special training programs should be established for local directors 
of vocational education (Table 14). Superordinates, in particular
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(93.3 percent), perceived a need for such programs. Local director 
and teacher responses were almost identical (80.0 percent and 80.4 
percent, respectively) in support of special training programs. The 
calculated Chi-Square value indicated no significant differences 
between the groups.
Table 14
Perceptions of Reference Groups as to Whether Special Training 
Programs Should be Established for the Local Director
Reference Group
No. in 
Group® Yes No
(Percent)
Di rector 10 80.0 20.0
Superintendent 15 93.3 6.7
Teacher 230 80.4 19.6
Overall Average 81.2 18.8
= 255.
Chi-Square = 168.672; p<.999.
Training institu tion . Those respondents who indicated a perceived 
need for the establishment of training programs specifically for local 
vocational directors were asked to elaborate as to the best agency to 
provide such programs. Responses are reported in Table 15. Of the 206 
who had responded affirmatively to a need for special training programs, 
44 (21.4 percent) favored the state department as training agency. Only
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Table 15
Perceptions of Reference Groups as to the Institution and/or Agency 
that Should Offer Special Training for the Local Director
Type of Institution or Agency
Reference Group
No. in 
Group®
State
Department
Colleges and 
Uni versities
Dual Effort of State 
Department and Colleges 
and Universities Other^
Di rector 8 12.5 12.5
(Percent)
62.5 12.5
Superintendent 13 7.7 15.4 69.2 7.7
Teacher 185 22.7 4.9 63.2 9.2
Overall Average 21.4 5.8 63.6 9.2
% = 206.*
^Including combination of other types of institutions/agencies listed. 
*1 "Yes" response did not specify type of desirable certification.
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5.8 percent chose colleges and universities; and the majority (63.6 
percent) preferred that training be a dual e ffo rt of state department 
and colleges and universities. Nineteen respondents (9.2 percent) 
selected "other" in response to this question; and suggestions included 
programs at community colleges^ vocational college programs, d is tric t-  
level workshops and seminars, and, in particular, training programs 
conducted by industry and unions. With regard to preference by 
individual reference group, dual e ffo rt was named most frequently by 
each group.
An analysis of variance was conducted to determine i f  significant 
differences existed (Table 16). I t  was found that there were such 
differences at the .01 level between group perceptions as to the 
optimum agency to offer special training programs for local directors. 
An examination of the data distribution indicated a high probability 
that the teacher group was responsible for the difference.
Table 16
Analysis of Variance of Group Perceptions Concerning the 
Institution and/or Agency that Should Offer 
Special Training for the Local Director
Source of Variation SS df MS F Ratio
Between Groups 10.3428 2 5.1714 6.1032*
Within Groups 186.4110 220 .8473
Total 195.7538 222
♦Significant at the .01 level.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
52
Overall Actual and Ideal Role Functions
A major objective of the study was to investigate the perceptions 
of the reference groups with regard to the actual and the ideal role 
functions of the local vocational director, and to determine the con­
gruency of perception between the groups as to these actual and ideal 
functions.
The second part of the survey instrument (see Appendix D-8) was 
utilized to accomplish this objective and employed a dual-response 
format for each question; that is , each respondent was asked to reply 
twice to each statement: f ir s t ,  regarding the present situation (the 
actual), and second, with regard to the desirable (the ideal). Each 
response ranged along a Likert scale, with degree of importance values 
ranging from one (great importance) to five (no importance).
Statistical treatment of the data thus gathered included calcula­
tion of a composite overall group mean for both the actual and the 
ideal dimensions of each function statement. An analysis of variance 
was also conducted for both dimensions of each item to determine i f  
there were significant differences between reference groups. In 
addition, composite scores for each reference group for both roles 
were subjected to an analysis of variance to determine i f  a significant 
difference existed between the two.
Overall actual ro le . Approximately 18 percent of the teachers 
did not respond to this portion of the questionnaire, many of them 
indicating that they are not aware of what their local vocational 
education director does. Such responses were received from teachers 
in districts having designated local directors as well as in districts
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where such functions are a dual responsibility effort of an individual 
not specifically identified as local director of vocational education. 
Results in this section are based on the number of replies indicated, 
although response was less than 100 percent from the teacher group.
Overall group mean and rank-order for each of the questionnaire's 
53 functions are presented in Table 17. The 53 functions are divided 
into five categories, with the f ir s t  26 being those associated with 
administration and supervision responsibilities. Respondents perceived 
that local directors place l i t t l e  to some importance on 11 of the 
listed functions; some to much importance on 15. This is apparently 
the category to which local directors are perceived to attach the 
greatest importance. The 10 top-ranked functions, overall, are within 
this administration and supervision category, as are 14 of the top 20 
ranked functions. Of the 53 items lis ted , respondents perceive that 
the local director places greatest importance on the preparation of 
reports. The lowest rated administration and supervision function was 
that of working with teacher training institutions and/or state s taff 
in the development of teacher preparation programs.
Curriculum and instruction duties were described in function 
statements 27 through 38. Five of these were perceived to be of some 
to much importance to local directors; seven were considered of l i t t le  
to some importance. Three of the curriculum and instruction functions 
ranked among the top 20 functions; five were ranked in the bottom 20 
l is t .  This category accounted for the lowest ranked of a ll 53 functions, 
indicating that the development of district-wide student performance 
standards is a low-priority consideration for local directors. The
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Table 17
Rank Order of the Functions of the Overall Actual and Ideal Roles 
as Perceived by the Reference Groups
Actual Ideal
Function Mean® Rank Mean® Rank
1. Make recommendations to school board on vocational 
education policy 2.357 4 1.752 3
2. Interpret d is tr ic t vocational education policy and 
goals to d is tr ic t personnel 2.319 3 1.846 10
3. Assist in long-range planning of d is tr ic t vocational 
education 2.216 2 1.634 2
4. Develop handbook of policies and procedures related 
to vocational education 3.320 39 2.217 32
5. Represent the d is tric t in matters relating to 
vocational education 2.469 6 2.083 21
6. Direct the activ ities  of the vocational education 
division at the d is tric t level 2.694 13 2.111 25
7. Orient new employees to d is tr ic t and program policies 3.095 28 2.176 30
8. Plan, organize, and conduct pre- and in-service 
programs on vocational education 3.195 34 2.275 35 cn45*
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Actual Ideal
Function Mean® Rank Mean® Rank
9. Conduct conferences of teaching personnel for 
dissemination of information 3.453 46 2.499 48
10. Work with teacher training institutions and/or 
state s ta ff to develop programs of teacher 
preparation 3.690 52 2.598 53
11. Assist in developing and implementing vocational 
education programs for disadvantaged and handicapped 
students 3.218 35 2.009 18
12. Assist school administrators in in itia tin g  and 
operating vocational programs 2.704 15 1.794 7
13. Coordinate vocational programs within the d is tric t 2.609 9 1.754 4
14. Coordinate vocational programs with other subject 
area programs 3.375 41 2.106 23
15. Coordinate vocational programs with special education 
programs 3.436 45 2.173 29
16. Monitor vocational programs to ensure conformance 
with d is tr ic t and government guidelines 2.846 18 2.005 17
17. Identify long-range needs for vocational education 
fa c ilit ie s 3.051 27 1.806 8 enin
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Actual Ideal
Function Mean® Rank Mean® Rank
18. Identify long-range needs for vocational education 
equipment and supplies 2.864 19 1.882 12
19. Prepare annual vocational education budget 2.581 8 1.766 5
20. Prepare proposals for grants and for program improvement 2.516 7 1.820 9
21. Work with appropriate state agency for approval and 
financial support of vocational education 2.437 5 1.558 1
22. Prepare financial, s ta tis tic a l, descriptive, and/or 
other reports pertaining to vocational education 2.038 1 2.125 .27
23. Maintain records pertaining to vocational education 
programs 2.629 10 2.110 24
24. Request and u tilize  services of state s ta ff and 
consultants 2.907 22 2.442 46
25. Interpret to d is tr ic t personnel federal and state 
vocational education legislation 3.273 38 2.265 34
26. Help establish and maintain safety programs 3,120 30 2.114 26
27. Participate in curriculum advisory committee(s) 2.688 12 1.787 6
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Table 17 (continued)
Actual Ideal
Function Mean® Rank Mean® Rank
28. Consult with key business and labor representatives 
for direction in curriculum development 2.881 21 1.865 11
29. Assist in the direction of a d is tric t vocational 
guidance program 2.982 24 2.095 22
30. Conduct conferences of teaching personnel for exchange 
of ideas 3.400 43 2.375 41
31. Develop district-wide performance standards for 
students in vocational education 3.691 53 2.448 47
32. Encourage and support teacher and student participation 
in vocational student organizations 3.100 29 2.146 28
33. Aid in organizing and u tiliz in g  advisory committee(s) 2.870 20 1.957 13
34. Serve as ex o ffic io  member of advisory committee(s) 2.776 16 2.220 33
35. Assist in developing instructional guides 3.263 36 2.379 42
36. Assist in the implementation of instructional guides 3.414 44 2.536 49
37. Assist in developing courses of instruction 3.335 40 2.332 37
38. Review and revise the vocational education curriculum 3.192 33 2.304 36 cn
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Actual Ideal
Function Mean® Rank Mean® Rank
39. Prepare catalogs and brochures to promote vocational 
education program offerings 3.393 42 2.411 45
40. Prepare newsletters and/or news releases on activ ities  
of vocational students, teachers, and programs 3.470 48 2.365 38
41. Promote and publicize the total program of vocational 
education 2.964 23 1.996 14
42. Plan and schedule promotional and special events 3.270 37 2.212 31
43. Establish and maintain working relationships with 
public and private community agencies 2.999 25 2.027 19
44. Belong to professional education association(s) 3.038 26 2.572 52
45. Attend professional meetings at the local level 2.844 17 2.366 39
46. Attend professional meetings at the state/regional 
1 evel 2.688 11 2.401 43
47. Read current professional literature 2.703 14 2.004 16
48. Make follow-up studies of, and report on, vocational 
education graduates 3,139 31 2.031 20
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Table 17 (continued)
Actual Ideal
Function Mean® Rank Mean® Rank
49. Conduct community surveys to determine employment needs 3.175 32 2.000 15
50. Conduct opinion surveys within the d is tr ic t and in the 
community to determine attitudes toward vocational 
education 3.459 47 2.369 40
51. Direct research programs to analyze vocational education 
effectiveness 3.615 51 2.569 51
52. Conduct research for program improvement 3.510 49 2.559 50
53. Review and interpret for d is tric t personnel current 
research in vocational education 3.546 50 2.405 44
®Values from which the means were calculated were: great importance - 1; much importance
2; some importance -  3; l i t t l e  importance - 4; and no importance -  5.
cn
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curriculum and instruction function perceived to be of greatest 
importance to local directors is that of participating in curriculum 
advisory committees.
Functions 39 through 43 referred to public relations duties.
While two of these were perceived to be of some to much importance, 
they were barely so; and the balance fe ll within the " l i t t le  to some 
importance" category. None of the five public relations functions 
was ranked among the top 20; three of them fe ll within the bottom 20. 
These data indicate that the local director of vocational education 
performs only limited public relations functions.
Reference group perceptions of professional activities of local 
directors are represented by responses to function statements numbers 
44 through 47. One of these (number 44) was perceived to be of l i t t l e  
to some importance, the balance, of some to much importance. Three of 
these functions were among the top 20, overall; none was among the 
bottom 20. Of the four functions listed in this category, the local 
directors are perceived to place greatest importance upon attendance 
a t state and/or regional professional meetings.
The final category, research ac tiv ities , was composed of six 
functions, numbers 48 through 53. Responses indicate that local 
directors devote l i t t l e  attention to such activ ities: a ll research 
functions were perceived to be in the " l i t t le  to some" range. None 
ranked among the top 20, and four were on the bottom 20 l is t .
In order to determine i f  there were significant differences 
between reference group perceptions, each of the survey's 53 functions 
were subjected to a one-way analysis of variance. As shown in Table 18,
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Table 18
Analysis of Variance of Reference Group Perceptions for 
Each Function in the Actual and Ideal Roles
Variable Actual Role
F Ratio
Ideal Role
Function No. 1 18.4550** 1.7928
Function No. 2 30.5822** 1.7382
Function No. 3 31.2637** .5410
Function No. 4 1.9165 1.6660
Function No. 5 3.4800* .3719
Function No. 6 1.5319 2.6405
Function No. 7 9.3905** .7731
Function No. 8 5.2450** .2669
Function No. 9 3.4853* .4725
Function No. 10 .7890 .0489
Function No. 11 1.8089 .0092
Function No. 12 6.0057** .4160
Function No. 13 3.6551* .2388
Function No. 14 2.2027 .1754
Function No. 15 1.5121 .8784
Function No. 16 3.2067* 2.0076
Function No. 17 1.8513 1.2395
^Significant at the .05 level 
**Significant at the .01 level
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Table 18 (continued)
Variable Actual Role
F Ratio
Ideal Role
Function No. 18 1.7242 .2725
Function No. 19 3.5523* .4751
Function No. 20 2.6550 .1874
Function No. 21 5.6979** 1.7928
Function No. 22 4.5588* .8603
Function No. 23 2.6058 1.4631
Function No. 24 3.3736* .7157
Function No. 25 1.2410 3.2180*
Function No. 26 4.3489* 2.7753
Function No. 27 4.9773** 3.8810*
Function No. 28 3.2269* .0555
Function No. 29 2.3118 .7374
Function No. 30 2.1031 .6654
Function No. 31 2.7842 .6859
Function No. 32 2.8620 1.1535
Function No. 33 7.0066** 5.8188**
Function No. 34 6.8015** 3.9284*
Function No. 35 6.1936** .9588
Function No. 36 6.2528** .5498
*Significant at the .05 level
**Signifleant at the .01 level
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Table 18 (continued)
Vari able Actual Role
F Ratio
Ideal Role
Function No. 37 7.9725** .8423
Function No. 38 6.5703** 1.0965
Function No. 39 3.1698* .8479
Function No. 40 4.4723* 1.1000
Function No. 41 2.5587 2.4893
Function No. 42 1.5826 .1006
Function No. 43 2.1317 2.1465
Function No. 44 .0313 .3314
Function No. 45 .1170 .0138
Function No. 46 .7504 .1994
Function No. 47 .9296 .9510
Function No. 48 1.9128 .3499
Function No. 49 2.5684 2.0103
Function No. 50 2.5331 2.8274
Function No. 51 2.8574 1.7642
Function No. 52 4.3660* 1.2536
Function No. 53 2.8413 .6200
*Significant at the .05 level.
**Significant at the .01 level
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significant group differences at the .05 level were found for 12 of 
the functions; 14 significant differences were found at the .01 level. 
Because of the large number of significant differences (26 to ta l), i t  
was determined that further analysis to determine the location of 
these differences was beyond the scope of this study.
Overall ideal ro le . Data related to reference group perceptions 
of the ideal functions were subjected to the same statis tica l treat­
ment as were those dealing with the actual role. Results are also 
presented in Table 17. While many teachers had not responded to 
statements relating to functions actually performed by the local 
director, such was not the case with regard to their perceptions of 
ideal role functions. There was a high rate of response from all 
reference groups to this section of the questionnaire.
The f ir s t  26 functions in the ideal dimension, as listed in 
Table 17, are those dealing with administration and supervision duties 
of the local director of vocational education. Respondents indicated 
that 10 of those functions should ideally have much to great importance 
in the director's role; 16 were perceived as being of some to much 
importance in the ideal role. Twelve of the administration and super­
vision functions were ranked among the top 20, overall. Only five  
functions of an administrative nature were placed in the bottom 20 
ranking.
The top five-ranked functions fe ll within this category, with 
respondents indicating that local directors should place highest 
importance on working with the appropriate state agency for approval 
and financial support of vocational education. Next in ordering of
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importance were assisting in long-range planning, making vocational 
education policy recommendations to the school board, coordinating 
vocational programs within the d is tr ic t, and preparing the annual 
vocational education budget.
At the other extreme, i t  was indicated that lowest priority should 
be given an administrative function, that of working with teacher 
training institutions and/or state s ta ff in the development of teacher 
preparation programs. Other low-ranked administrative functions in 
the ideal role were those of conducting informational conferences of 
teaching personnel and requesting and u tiliz ing  state personnel services.
Expectations of reference groups relative to curriculum and 
instruction duties of the local director were reported in réponse to 
function statements 27 through 38. Three of these functions were 
accorded much to great importance; the balance were perceived as being 
of some to much importance. Three curriculum and instruction functions 
appeared on the top 20 l is t ;  six were among the lowest ranked 20. 
Respondents indicated that, among the curriculum and instruction 
functions, greatest importance should be accorded the function of 
participating in curriculum advisory committees. On the other hand, 
assisting in the implementation of instructional guides was considered 
the least important of this type function.
Perceptions of respondents relative to the ideal public relations 
functions of the local director are reported as functions 39 through 43. 
Two of these functions appeared among the top 20-ranked functions: 
promoting and publicizing and vocational education program and estab­
lishing and maintaining working relationships with community agencies.
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The balance of the public relations functions were considered to be of 
some to much importance. Two public relations functions were among 
the bottom 20 lis ted , indicating that respondents assigned l i t t l e  
importance to local directors' preparation of promotional materials.
Respondents indicated that the four professional activities  
functions, numbers 44 through 47, ideally should be of some to much 
importance to the local director. However, while reading current 
literature  was ranked 16th overall, the remaining functions were among 
the bottom 20. Respondents apparently fe lt  that professional activities  
should take low priority.
While reference groups indicated that the local director should 
place some to much importance on the six research functions listed  
(numbers 48 through 53), four of these functions appeared among the 
bottom 20 rankings, overall. However, two research functions did rank 
among the top 20: conducting community surveys to determine employment 
needs and making follow-up studies and reports on vocational education 
graduates. Low ratings were given to research for the purposes of 
analyzing program effectiveness and providing program improvement.
As had been done with the functions in the actual dimension, a 
one-way analysis of variance was conducted on each of the 53 functions 
to determine whether significant differences existed between reference 
group perceptions. Test results are presented in Table 18. In con­
trast to the 26 significant differences found for the actual role 
functions, significant differences were found for only four of the 
ideal role functions. Of these, three were significant at the .05 
level; one, at the .01 level. Reference group perceptions were nearer
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on more ideal role functions than actual. As in the case of the actual 
role dimension, no attempt was made to determine where the differences 
lay.
Comparison of actual and ideal roles. Those 20 functions which 
reference groups perceived to be most important, both actually and 
ideally, are summarized in Table 19. Thirteen functions appear on both 
the actual and ideal top 20 lis ts .
In order to determine how closely the actual role paralleled the 
ideal in the perceptions of the reference groups, two statistica l 
methods were employed:
1. A t-te s t was applied to composite mean scores of each 
reference group and the overall composite mean score. As shown in 
Table 19, the t  value gave evidence of significant difference between 
perceptions of the actual and the Ideal roles.
2. The average means of each reference group, determined for both
the actual and the ideal roles, and shown in Table 20, were utilized
in a two-way analysis of variance (see Table 21). As shown, there were
no significant differences between reference group perceptions of
functions in either the actual or the ideal roles.
Role Functions by Category
In order to investigate the component parts of the local director's 
role, five categories were established: administration and super­
vision, curriculum and instruction, public relations, professional 
activ ities , and research activ ities . Categorical mean scores by 
reference group and overall group means were established in order to
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
68
Table 19
Overall Group Perceptions as to the Twenty Most Important
Functions o f  the Local D irector 's  Role
Ideal
Rank
Function
No. Function
Actual
Rank
1 21 Work with appropriate state agency for approval 
and support of vocational education (voc ed)
5
2 3 Assist in long-range planning of d is tric t  
voc ed
2
3 1 Make recommendations to school board on voc ed 
policy
4
4 13 Coordinate vocational programs within d is tric t 9
5 19 Prepare annual voc ed budget 8
6 27 Participate in curriculum advisory committees 12
7 12 Assist school administrators in in itia tin g  and 
operating vocational programs
15
8 17 Identify long-range needs for voc ed fa c ilitie s 27
9 20 Prepare proposals for grants and program 
improvement
7
10 2 Interpret d is tric t voc ed policy/goals to 
d is tric t personnel
3
11 28 Consult with key business and labor representa­
tives for direction.in curriculum development
21
12 18 Identify long-range needs for voc ed equipment 
and supplies
19
13 33 Aid in organizing and u tiliz in g  advisory 
commi ttees
20
14 41 Promote and publicize the total program of 
voc ed
23
15 ' 49 Conduct community surveys to determine employ­
ment needs
32
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Ideal
Rank
Function
No. Function
Actual
Rank
16 47 Read current professional literature 14
17 16 Monitor vocational programs to ensure con­
formance with d is tric t and government 
guidelines
18
18 11 Assist in developing and implementing voc ed 
programs for disadvantaged and handicapped 
students
35
19 43 Establish and maintain working relationships 
with public and private community agencies
25
20 48 Make follow-up studies, and report on, voc ed 
graduates
31
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Table 20
Composite Means by Reference Group for the Overall 
Actual and Ideal Roles
Reference Group
Actual Role 
Mean
Ideal Role 
Mean
Director 2.8360 2.1701
Superintendent 3.2459 2.1733
Teacher 3.4430 2.5000
Total Mean® 3.1749 2.2811
Total Variance 1.8434 1.4773
®t = 4.2625; significant at the .01 level.
Table 21
Two-Way Analysis of Variance of Actual and Ideal Roles 
Among Reference Groups
Source of Variation SS df MS F Ratio
Between Roles 9.37 52 .18 .240*
Among Groups 39.53 53 .75 .675*
Residual 6.67 6 1.11
Total 55.57 111
*Not significant at the .05 level.
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provide the following data: (1) rank-order by reference group and
overall rank-order by category; (2) analysis of variance by category;
(3) rho coefficients to determine significant differences between group 
categorical rank-orders; and (4) t-tests to compare difference by 
category in the actual and the ideal roles. These data are presented 
in Table 22 through 47 and are summarized below. Presentation w ill be 
by category, with the actual role discussion followed by a presentation 
of ideal role data.
Administration and supervision actual ro le . The relative impor­
tance that local directors are perceived to accord functions within the 
administration and supervision category is summarized in Table 22.
Local directors were perceived to give most importance to the pre­
paration of financial, s ta tis tic a l, descriptive and other reports. 
Superintendents agreed with the number 1 ranking of this item; teachers 
ranked the item 3 and directors, 7.5. Group consensus was that local 
directors give second priority in this category to assisting in long- 
range planning for vocational education. Lowest ranked of the 26 
administration and supervision functions was that pertaining to working 
with teacher training institutions and/or state s ta ff to develop 
programs of teacher preparation. This item was the lowest of the 
superintendents' and directors' 26 ranked items, and next to the bottom 
on the teachers' l is t .  Apparently local directors are perceived to 
spend l i t t l e  time or e ffo rt in this direction.
Results of a one-way analysis of variance of these data are 
presented in Table 23 and indicate that differences were found between 
group perceptions at the .01 level of significance.
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Reference Group® Perceived Rank Order of Actual and Ideal Role 
Administration and Supervision
Functions Relative to
Actual Role Func­
tion
No.
Ideal Role
Group
Rank
D
Rank
S
Rank
T
Rank
Group
Rank
D
Rank
S
Rank
T
Rank
4 3 12 8 1 3 7.5 7 2
3 2 6.5 13 2 9 12 11 4
2 1 6.5 9 3 2 2.5 5.5 1
22 22 20.5 19 4 23 15 18 23
5 5.5 10 2 5 13 2.5 11 12
11 10.5 13.5 6 6 15 18 21 11
17 14 15 26 7 19 15 21 22
19 14 20.5 22 8 22 18 21 19
25 21 25 24 9 25 18 26 25
26 26 26 25 10 26 24 25 26
20 20 23 17 11 12 12 18 13
ro
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Table 22 (continued)
Actual Role Func­
tion
No.
Ideal Role
Group
Rank
D
Rank
S
Rank
T
Rank
Group
Rank
D
Rank
S
Rank
T
Rank
15 18 8 15 24 24 25 24 21
21 25 16.5 18 25 21 26 15 14
18 18 16.5 20 26 16 12 9 24
Reference group symbols: D - Director; S - Superintendent; T -  Teacher
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Additional comparison was made through the development of rank- 
order coefficients for individual reference groups and for a ll groups, 
collectively (see Table 24). Group rank orders were significantly  
correlated with the overall group rank-order, with the exception of 
the superintendent group. Director group rank-orders were significantly  
correlated with the overall rank-order at the .01 level; other rank- 
orders were significantly correlated at the .05 level.
Administration and supervision ideal role. Group perceptions of 
the ideal rankings of the administration and supervision functions 
are presented in Table 22. Working with appropriate state agencies 
for approval and financial support of vocational education was 
perceived to be the overall most important function in this category. 
Directors ranked this item f irs t;  superintendents, third; and teachers, 
f if th .  Ideally, overall group consensus was that assisting in long- 
range planning of d is tric t vocational education should be the item of 
secondary importance in this category. The groups fe lt  that lowest 
priority should be given to working with teacher training institutions 
and/or state s ta ff to develop programs of teacher preparation. This 
ranking was in agreement with overall group perceptions of the impor­
tance actually tendered this function by local directors. Teachers 
ranked the function at the bottom of the 26 listed items; superinten­
dents, next to the bottom; and directors, only one rank above that.
Results of a one-way analysis of variance conducted on the mean 
scores for the category indicated that differences in reference group 
perceptions were not significant at the .05 level (see Table 25).
Rank-order correlation coefficients are presented in Table 26 and
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Table 23
Analysis of Variance of Group Perceptions for Actual Role 
Administration and Supervision Functions
Source of Variation SS df MS F Ratio
Between Groups 305.1780 2 152.5890 111.9530*
Within Groups 7031.6100 5159 1.3630
Total 7336.7880 5161
♦Significant at the .01 level.
Table 24
Actual Role Rank-Order Coefficients for Administration
and Supervision Functions®',b
Group Group D S T
Group —  — .689 .308 .501
Di rector .589 ------- .512 .480
Superintendent .308 .512 — — .533
Teacher .501 .480 .533 — —
^Reference group symbols: D - Director; S -  Superintendent;
T -  Teacher.
^Values must be .481 to be significant at the .05 level and .678 
to be significant at the .01 level.
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Table 25
Analysis of Variance of Group Perceptions for Ideal Role 
Administration and Supervision Functions
Source of Variation SS df MS F Ratio
Between Groups 4.2963 2 2.1482 2.6267*
Within Groups 5100.0000 6236 .8178
Total 5104.2953 6238
*Not significant at the .05 level.
Table 26
Ideal Role Rank-Order Coefficients for Administration
and Supervision Functions® ,b
Group Group D S T
Group -------- .781 .415 .560
Di rector .781 —  — .476 .604
Superintendent .415 .476 -------- .519
Teacher .560 .504 .519 “  —
^Reference group symbols: D -  Director; S -  Superintendent; 
T - Teacher.
*^ Values must be .481 to be significant at the .05 level and 
.678 to be significant at the .01 level.
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show that superintendent group rank-order and overall group rank- 
order were not significantly correlated at the ,05 level. Director 
group rank-orders and superintendent group rank-orders were not 
significantly correlated, although there was high correlation between 
the groups. Superintendent rank-orders and overall group rank-order 
were significantly correlated at the .01 level; other coefficients 
were significant at the .05 le v e l. The differences that existed did 
not affect the analysis of variance.
Curriculurn and instruction actual role. Rank-orders of actual 
curriculum and instruction functions are shown in Table 27. Participa­
tion in curriculum advisory committees was perceived as receiving 
f ir s t  priority from local directors. Teachers agreed with this overall 
ranking; local directors ranked the function second; superintendents, 
2.5. Perceived as second in actual importance to local directors in 
this category was serving as ex offic io  members of the advisory com­
mittees. Lowest categorical ranking was accorded the task of develop­
ing district-wide performance standards for students in vocational 
education.
An analysis of variance of the means in the category showed that 
a difference at the .01 level of significance existed between reference 
groups (see Table 28).
Rank-order coefficients were calculated to determine i f  s ign ifi­
cant correlations existed between reference group rank-orders. As 
shown in Table 29, teacher group rank-orders and overall group rank- 
order were not significantly correlated at the .05 level. Director 
group rank-orders and overall group rank-order were significantly
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Table 27
Reference Group® Perceived Rank Order of Actual and Ideal Role Functions Relative to
Curriculum and Instruction
Actual Role Func­
tion
No.
Ideal Role
Group
Rank
D
Rank
S
Rank
T
Rank
Group
Rank
D
Rank
S
Rank
T
Rank
1 2 2.5 1 27 1 1 1.5 2
4 4.5 4 2 28 2 3 4 1
5 6 6 3 29 4 3 10 3
10 11.5 9 7 30 8 9 12 4
12 11.5 12 12 31 11 11.5 8 8
6 4.5 11 4 32 5 9 3 5
3 1 10 5 33 3 3 1.5 6
2 3 1 6 34 6 5 6 12
8 9.5 2.5 8 35 10 7 8 10
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Actual Role Func­
tion
No.
Ideal Role
Group
Rank
D
Rank
S
Rank
T
Rank
Group
Rank
D
Rank
S
Rank
T
Rank
11 9.5 8 10 36 12 11.5 11 11
9 8 7 11 37 9 6 8 9
7 7 5 9 38 7 3 5 7
Reference group symbols: D -  Director; S -  Superintendent; T -  Teacher
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Table 28
Analysis o f  Variance o f  Group Perceptions for  Actual Role
Curriculum and Instru ction  Functions
Source of Variation SS df MS F Ratio
Between Groups 123.3720 2 61.6858 46.3153*
Within Groups 3075.2800 2309 1.3319
Total 3198.6520 2311
^Significant at the .01 level.
Table 29
Actual Role Rank-Order Coefficients for
Curriculum and Instruction Functions®*^
Group Group D S T
Group — — .775 .636 .427
Di rector .775 — . 265 .353
Superi ntendent .636 .265 .281
Teacher .427 .353 .281 — —
Reference group symbols: D -  Director; S -  Superintendent;
T -  Teacher.
^Values must be .481 to be significant at the .05 level and .678
to be significant at the .01 level.
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correlated at the .01 level; superintendent group rank-orders and 
overall group rank orders at the .05 level. Correlation between 
other groups was insignificant (less than .05 level).
Curriculum and instruction ideal role. Rank-orders of reference 
group perceptions relative to the ideal role in curriculum and 
instruction are shown in Table 27. Overall, reference groups feel 
the local director's most important curriculum and instruction task 
should be participating in curriculum advisory committees, which is 
also the function the groups perceive to be actually given the greatest 
importance by local directors. Directors and superintendents ranked 
this item f irs t ;  teachers, second. Collective opinion was that local 
directors should give second curriculum and instruction priority  to 
consulting with key business and labor representatives for direction 
in curriculum development. Ranked number one by teachers, this task 
was ranked third by directors and fourth by superintendents. Consensus 
was that of a ll the curriculum and instruction functions lis ted , lowest 
priority should be given to assisting in the implementation of instruc­
tional guides; this was ranked at the bottom or next to the bottom by 
a ll three groups.
Significant difference at the .01 level was found to exist between 
reference groups in their perceptions of the functions in this category 
(see Table 30).
As shown by presentation of rank-order correlation coefficients 
in Table 31, group rank-orders were significantly correlated at the 
.05 level with the overall group rank-order. However, correlation
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Table 30
Analysis o f  Variance o f  Group Perceptions for  Ideal Role
Curriculum and Instruction Functions
Source of Variation SS df MS F Ratio
Between Groups 15.8995 2 7.9498 8.7935*
Within Groups 2609.0900 2886 .9041
Total 2624.9895 2888
^Significant at the .01 level.
Table 31
Ideal Role Rank-Order Coefficients for
Curriculum and Instruction Functions®'^
Group Group D S T
Group — .609 .500 .576
Director .609 ----- .250 .465
Superintendent .500 .250 ----- .244
Teacher .576 .465 .244 ------
Reference group symbols: D -  Director; S -  Superintendent; 
T - Teacher.
^Values must be .481 to be significant at the .05 level and 
.678 to be significant at the .01 level.
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among a ll group individual rank-orders was insignificant (less than 
.05 leve l).
Public relations actual ro le . Table 32 presents the rank-ordering 
of public relations functions, as the local director's actual operation 
is perceived. Local directors are perceived by a ll three groups, and 
thus overall, to give highest public relations priority to promoting 
and publicizing the total vocational education program. Second in 
perceived importance is  establishing and maintaining working relation­
ships with public and private community agencies. On the other hand, 
local directors are perceived by a ll groups to attach least importance 
to the public relations task of preparing newsletters and/or news 
releases on vocational education activ ities .
Results of the one-way analysis of variance are presented in  
Table 33 and indicate that differences existed at the .01 level of 
significance.
Rank-order coefficients of correlation for the category are 
presented in Table 34. Although perfect correlations were found to 
exist for the teacher group rank-orders and overall group rank-order, 
a ll other rank-orders were not significantly correlated at the .05 
leve l.
Public relations ideal ro le. A rank-ordering of reference group 
perceptions of the local director's ideal participation in public 
relations functions is included in Table 32. Overall rank-orders 
indicate that the local director should place top priority upon pro­
moting and publicizing the total vocational education program. This
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Table 32
Reference Group® Perceived Rank Order of Actual and Ideal Role Functions
Relative to Public Relations
Actual Role Func­
tion
No.
Ideal Role
Group
Rank
D
Rank
S
Rank
T
Rank
Group
Rank
D
Rank
S
Rank
T
Rank
4 3.5 4.5 4 39 5 4.5 2 5
5 5 4.5 5 40 4 4.5 4 4
1 1.5 1 1 41 1 2.5 1 1
3 3.5 3 3 42 3 1 5 3
2 1.5 2 2 43 2 2.5 2 2
aReference group symbols: D -  Director; S -  Superintendent; T - Teacher
C O
8 6
Table 33
Analysis o f  Variance of Group Perceptions for  Actual Role
Public Relations Functions
Source of Variation SS df MS F Ratio
Between Groups 33.0782 2 16.5391 13.0742*
Within Groups 1234.6600 976 1.2651
Total 1267.7382 978
^Significant at the .01 leve l.
Table 34
Actual Role Rank-Order Coefficients for
Public Relations Functi ons®'^
Group Group D S T
Group —  — .671 .843 1.000
Di rector .671 — — .471 .894
Superintendent .843 .471 .843
Teacher 1.000 .894 .843 -------
Reference group symbols: D -  Director; S -  Superintendent; 
T -  Teacher.
^Values must be .900 to be significant at the .05 level and
1.000 to be significant at the .01 level.
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is the public relations function which is perceived of greatest 
actual importance to the local directors. In the ideal dimension, 
the function was rated number 1 by teachers and superintendents and 
2.5 by directors. All groups indicated that second priority  in this 
function should be given to establishing and maintaining working 
relationships with public and private community agencies, also the 
second-ranked item in the actual dimension. Overall, i t  was fe lt  that 
the public relations function of least importance should be that of 
preparing catalogs and brochures to promote vocational education 
offerings. The superintendents differed in their evaluation of this 
item, however: While directors and teachers fe lt  this should be the 
least important responsibility, superintendents ranked i t  second in 
public relations importance.
The analysis of variance to which the ideal public relations data 
were subjected indicates that a difference at the .01 level of 
significance existed between groups (see Table 35).
Rank-order correlation coefficients pertaining to the ideal public 
relations functions are contained in Table 36. Although perfect 
correlation was found to exist for the teacher group rank-order and 
the overall group rank-order, a wide range of coefficients existed 
elsewhere; and a ll other rank-orders were not significantly correlated 
at the .05 level.
Professional activities actual ro le . Reference group perceptions 
of the level of importance actually attached to professional activités 
are shown in Table 37. All groups indicated that f ir s t  priority is 
given to attendance at state and/or regional professional meetings.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
8 8
Table 35
Analysis o f  Variance o f  Group Perceptions for Ideal Role
Public Relations Functions
Source of Variation SS df MS F Ratio
Between Groups 8.4628 2 4.2314 4.6753*
Within Groups 1096.9400 1212 .9051
Total 1105.4028 1214
♦Significant at the .01 level.
Table 36
Ideal Role Rank-Order Coefficients for
Public Relations Functions®’^
Group Group D S T
Group ------ .224 .211 1.000
Di rector .224 — — -.236 .224
Superintendent .211 -.236 — .422
Teacher 1.000 .224 .422 — —
^Reference group symbols: D - Director; S -  Superintendent;
T -  Teacher.
^Values must be .900 to be significant at the .05 level and
1.000 to be significant a t the .01 level.
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Table 37
Reference Group® Perceived Rank Order of Actual and Ideal Role Functions
Relative to Professional Activities
Actual Role Func­
tion
No.
Ideal Role
Group
Rank
D
Rank
S
Rank
T
Rank
Group
Rank
D
Rank
S
Rank
T
Rank
4 4 4 4 44 4 4 4 4
3 3 2 3 45 2 2 3 2
1 1.5 1 1 46 3 3 2 3
2 1.5 3 2 47 1 1 1 1
Reference group symbols: D - Director; S - Superintendent; I  -  Teacher.
C O<£>
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Overall group consensus is that local directors consider the reading 
of current literature  to be second in importance in this category. 
Lowest ranked of the functions, overall and by each group individually, 
was belonging to professional education associations.
Group means for this category were subjected to an analysis of 
variance, the results of which are shown in Table 38. No significant 
difference was found to exist between reference group perceptions.
As shown in Table 39, teacher group rank-orders were perfectly 
correlated with the overall group rank-order. While the other group 
rank-orders were not significantly correlated with the overall group 
rank-order, rank-orders between a ll groups were significantly corre­
lated at the .05 level. Differences that existed in rank-ordering 
did not affect the analysis of variance.
Professional a c t iv it ies ideal ro le . Table 37 is a presentation 
of reference group perceptions of those professional activ ities  which 
should be most prominent in the local director's role. Reading of 
current literature  was ranked f ir s t  overall, and by each group 
individually. This function had been ranked second among those pro­
fessional activities perceived to be actually performed by local 
directors. Overall consensus was that the attendance of professional 
meetings at the local level should receive second priority  from the 
directors. Lowest ranked overall, and by each group individually, was 
the function also perceived to be of actual least importance to local 
directors: that of belonging to professional associations.
As was the case with actual role perceptions in this category.
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Table 38
Analysis o f  Variance o f  Group Perceptions fo r  Actual Role
Professional A c t iv i t i e s  Functions
Source of Variation SS df MS F Ratio
Between Groups 2.3504 2 1.1752 .9945*
Within Groups 831.9150 704 1.1817
Total 834.2654 706
*Not significant at the .05 leve l. 
Table 39
Actual Role Rank-Order Coefficients for
Professional Activities Functions®,b
Group Group D S T
Group — — .365 .333 1.000
Director .365 - - .730 .730
Superintendent .333 .730 — — .667
Teacher 1.000 .730 .667 — —
®Reference group symbols: D -  Director 
T -  Teacher.
; S -  Superintendent;
^Values must be .564 to be significant at the . 
to be significant at the .01 level.
05 level and .746
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no significant difference was found to exist (see Table 40).
Rank-order correlation coefficients (see Table 41) indicated 
perfect correlations between director group and teacher group rank- 
orders and the overall group rank-order, and between director and 
teacher group rank-orders. All other correlations were significant 
at the .05 level.
Research activities actual ro le. Rank-orders of actual research 
activ ity  functions are shown in Table 42. Overall, reference groups 
perceive that local directors consider their most important research 
activ ity  to be that of making follow-up studies and reports on 
vocational education graduates. This function was ranked f ir s t  by 
directors and teachers, and second by superintendents. Directors are 
perceived to give second research priority  to conducting community 
surveys to determine employment needs. Lowest ranked of the six 
research functions, overall, was directing research programs to analyze 
vocational education effectiveness. While superintendents agreed with 
tiie overall ranking of this function, directors assigned i t  a rank of 
4.5, and teachers ranked i t  fourth.
An analysis of variance of the means in this category indicated a 
difference at the .01 level of significance (see Table 43).
Rank-order coefficients were calculated to determine whether there 
was significant correlation between reference group rank-orders. As 
shown in Table 44, there were no significant correlations at the .05 
level.
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Table 40
Analysis o f  Variance o f  Group Perceptions for  Ideal Role
Professional A c t iv i t i e s  Functions
Source of Variation SS df MS F Ratio
Between Groups .1803 2 .0913 .0853*
Within Groups 1008.5700 955 1.0561
Total 1008.7503 957
*Not significant at the .05 level.
Table 41
Ideal Role Rank-Order Coefficients for
Professional Activities Functionsa,b
Group Group D S T
Group — - 1.000 .667 1.000
Di rector 1.000 ------ .567 1.000
Superi ntendent .667 .667 — — .667
Teacher 1.000 1.000 .667 ------
Reference group symbols: D -  Director; S - Superintendent;
T -  Teacher.
^Values must be .554 to be significant at the .05 level and .746 
to be significant at the .01 level.
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Table 42
Reference Group® Perceived Rank Order of Actual and Ideal Role Functions
Relative to Research Activities
Actual Role Func­
tion
No.
Ideal Role
Group
Rank
D
Rank
S
Rank
T
Rank
Group
Rank
D
Rank
S
Rank
T
Rank
1 1 2 1 48 2 1 1.5 2
2 2 1 2 49 1 2.5 1.5 1
3 4.5 3.5 3 50 3 5 3 3
6 4.5 6 4 51 6 6 4 5
4 3 5 6 52 5 4 5.5 4
5 6 3.5 5 53 4 2.5 5.5 6
aReference group symbols: D - Director; S -  Superintendent; T - Teacher
-IS.
95
Table 43
Analysis o f  Variance o f  Group Perceptions for  Actual Role
Research Functions
Source of Variation SS df MS F Ratio
Between Groups 38.0589 2 19.0294 15.9511*
Within Groups 1377.9000 1155 1.1929
Total 1415.9589 1157
♦Significant at the .01 leve l.
Table 44
Actual Role Rank-Order Coefficients for
Research Activities Functions®'^
Group Group D S T
Group ------- .621 .621 .600
Di rector .621 ------- .214 .483
Superi ntendent .621 .214 — — .483
Teacher .600 .483 .483 —  —
®Reference group symbols: D -  Director; S -  Superintendent;
T - Teacher.
'^Values must be .900 to be significant at the .05 level and
1.000 to be significant at the .01 level.
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Research activ ities ideal ro le . Reference group perceptions as 
to the priorities that should be given to research functions within 
the local director's role are presented in Table 42. Overall, i t  was 
indicated that f ir s t  research priority  should be given to conducting 
community surveys to determine employment needs, the second-ranked 
function in the actual dimension. Agreeing with the number 1 ranking 
of this item were teachers and superintendents, while directors ranked 
the item at 2.5. The groups indicated that directors should give 
second priority to making follow-up studies and reports on vocational 
graduates. Overall consensus was that the director should consider 
as least important of his research activ ities that of directing 
research programs to analyze vocational education effectiveness. This 
was the item which ranked last in the perceived actual performance of 
local director research activ ities .
The F ratio value resulting from the analysis of variance conducted 
on these data (see Table 45) indicates a significant difference existed 
at the .05 leve l.
Results of the calculated rank-order coefficients of correlation 
for this category are presented in Table 46 and indicate there were no 
significant correlations at the .05 level, although there were high 
correlations between superintendent group rank-orders and overall group 
rank-order and between teacher and superintendent group rank-orders.
Comparison of categories. In order to determine t  values between 
the actual and the ideal role functions, composite mean scores and 
variance for a ll reference groups by function category were calculated.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
97
Table 45
Analysis o f  Variance o f  Group Perceptions for  Ideal Role
Research Functions
Source of Variation SS df MS F Ratio
Between Groups 7.5686 2 3.7843 3.7123*
Within Groups 1465.8700 1438 1.0194
Total 1473.4386 1440
^Significant at the .05 level.
Table 46
Ideal Role Rank-Order Coefficients for
Research Acti vi t i  es Functions® * ^
Group Group D S T
Group --- .483 .733 .501
Di rector .483 --- .222 .207
Superi ntendent .733 .222 --- .788
Teacher .501 .207 .788 ---
Reference group symbols: D -  Director; S -  Superintendent;
T - Teacher.
^Values must be .900 to be significant at the .05 level and
1.000 to be significant at the .01 level.
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Results are presented in Table 47. There were significant differences 
at the .01 level between the actual role and the ideal role for every 
category. In addition, the overall t  value between the actual and the 
ideal roles was significant at the .01 level, indicating a high degree 
of difference between the two.
Table 47
A Comparison of Categories of Functions by Values of t  for the 
Actual and the Ideal Role of the Local Director
Actual Role Ideal Role t
Category Mean Variance Mean Vari ance Value
Administration and 
Supervision 3.23 1.37 2.04 .82 -60.97*
Curriculum and 
Instruction 3.54 1.38 2.32 .91 -41.41*
Public Relations 3.53 1.30 2.12 .91 -31.67*
Professional Activities 2.90 1.18 2.35 1.05 -10.53*
Research Activities 3.72 1.22 2.24 1.02 -35.41*
Overall 3.35 1.41 2.16 .90 -84.67*
♦Significant at the .01 level.
Most Important Functions of the Ideal Role
A final objective of the study was to define the ideal role of 
the local director of vocational education in terms of the 20 functions 
considered most important by the reference groups individually and 
overall. A 78.5 percent consensus of the jury of specialists had held
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that a ll 53 functions listed were essential to the role of the local 
director in Nevada, and rank-orders for a ll functions were reported 
earlie r. However, i t  was fe lt  that the study also should focus 
directly on those tasks which were perceived to be most important in 
the ideal functioning of the local director. To achieve this objec­
tive, items of top importance for each reference group were ranked 
according to the function mean. For comparison purposes, tables 
reporting individual reference group perceptions of the most important 
functions include the overall group ranking for each function listed.
The figure on page 114 is a graphic presentation of individual 
and overall group perceptions of the ideal functional makeup of the 
local director's ideal role.
The most important 20 functions of the ideal role as perceived 
by local directors are reported in Table 48. Of the 20 items, 14 deal 
with administration and supervision duties; 5 are curriculum and 
instruction responsibilities; and 1 fa lls  within the professional 
activ ities category. Local directors included no public relations or 
research functions in their top 20 rankings. F irst p riority  was given 
to working with appropriate state agencies for approval and financial 
support of vocational education. This item was also rated f ir s t  in 
the overall rankings. Local directors ranked participation in curri­
culum advisory committees next in importance. The function ranked 
second by a ll groups collectively, assisting in long-range planning 
of d is tric t vocational education, shared the next place of importance 
with representing the d is tric t in vocational education matters. Six 
functions named among the most important 20 by local directors were not
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Table 48
Perceptions of Local Directors as to the Most Important Twenty
Functions in the Ideal Role
Rank
Function
No. Function
Function
Category
Overall u 
Group Rank
1 21 Work with appropriate state agency for approval and 
financial support of vocational education
A and S 1
2 27 Participate in curriculum advisory committee(s) C and I 6
4 3 Assist in long-range planning of d is tric t vocational 
education
A and S 2
4 5 Represent the d is tr ic t in matters relating to 
vocational education
A and S --------
5 13 Coordinate vocational programs within the d is tr ic t A and S 4
15 1 Make recommendations to school board on vocational 
education policy
A and S 3
15 28 Consult with key business and labor representatives 
for direction in curriculum development
C and I 11
15 29 Assist in the direction of a d is tr ic t vocational 
guidance program
C and I —  —
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Table 48 (continued)
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Rank
Function
No. Function
Function
Category
Overall . 
Group Rank
15 47 Read current professional literature PROF 16
15 17 Identify long-range needs for vocational education 
fa c ilit ie s
A and S 8
15 18 Identify long-range needs for vocational education 
equipment and supplies
A and S 12
15 19 Prepare annual vocational education budget A and S 5
15 20 Prepare proposals for grants and for program 
improvement
A and S 9
15 38 Review and revise the vocational education curriculum C and I
15 12 Assist school administrators in in itia tin g  and 
operating vocational programs
A and S 7
19 2 Interpret d is tr ic t vocational education policy and 
goals to d is tr ic t personnel
A and S 10
19 11 Assist in developing and implementing vocational 
education programs for disadvantaged and handicapped 
students
A and S 18
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Table 48 (continued)
3
CD
8 Rank
Function
No. Function
Function
Category
Overall . 
Group Rank
(O '
3 "
i 15 47 Read current professional literature PROF 16
3
CD 15 17 Identify long-range needs for vocational education A and S 8
"nc
fa c ilit ie s
3.
3 "
CD 15 18 Identify long-range needs for vocational education A and S 12
"O
equipment and supplies
O
Q.
C
15 19 Prepare annual vocational education budget A and S 5
Q.
o'
3 15 20 Prepare proposals for grants and for program A and S 9
"O
O
improvement
3 "
CT1—H
CD
15 38 Review and revise the vocational education curriculum C and I — —
O .
g 15 12 Assist school administrators in in itia tin g  and A and S 7
3
O
c_
operating vocational programs
"O
CD 19 2 Interpret d is tr ic t vocational education policy and A and S 10
3
(/)
goals to d is tr ic t personnel
(/)
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3 19 11 Assist in developing and implementing vocational A and S 18
education programs for disadvantaged and handicapped
students
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Table 48 (continued)
Rank
Function
No. Function
Function
Category
Overall u 
Group Rank
19 34 Serve as ex o ffic io  member of advisory committee(s) C and I
19 26 Help establish and maintain safety programs A and S — -
22 4 Develop handbook of policies and procedures related 
to vocational education
A and S — —
Function category symbols: A and S - administration and supervision; C and I - curriculum
and instruction; PR - public relations; PROF - professional ac tiv ities ; RES - research a c tiv ities .
^The blank spaces indicate that the function was not included in the overall group rank as 
most important.
oro
103
included in the overall top 20 rankings.
Table 49 is a presentation of those functions perceived to be 
most important by the superintendents, who also included 14 administra­
tion and supervision duties among the top 20. Of the remaining 6 
items, 4 were curriculum and instruction responsibilities and 2 were 
public relations. No professional activ ities or research functions 
were named as most important by this group. Superintendents ranked 
preparation of the annual vocational education budget as the local 
director's most important responsibility, followed by providing aid in 
the organization and use of advisory committees and participation in 
those committees. The function ranked f ir s t  by a ll groups collectively  
was placed ninth by superintendents. Three of the functions considered 
most important by this group were not ranked among the top 20 overall.
Those 20 functions which teachers feel should be given highest 
priority  are reported in Table 50. Teachers also named 14 administra­
tion and supervision duties to their top-20 l is t ,  which included 2 
curriculum and instruction responsibilities, 2 public relations 
functions, 2 research a c tiv ities , and no professional ac tiv ities . 
Assisting in long-range planning of d is tric t vocational education, 
ranked second highest overall, was f ir s t  in importance to teachers, 
and was followed by making vocational education policy recommendations 
to the school board and identifying long-range needs for vocational 
education fa c ilit ie s . Three functions ranked in the top 20 by teachers 
were not included in the overall group l is t ,  although i t  is interesting 
to note that the teacher group perceptions of the ideal functional 
grouping of the 20 most important tasks most closely approximated the
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Table 49
Perceptions of Superintendents as to the Most Important Twenty
Functions in the Ideal Role
Rank
Function
No. Function
Function
Category
Overall . 
Group Rank
1 19 Prepare annual vocational education budget A and S 5
2 33 Aid in organizing and u tiliz in g  advisory committee(s) C and I 13
3 27 Participate in curriculum advisory commtttee(s) C and I 6
4 32 Encourage and support teacher and student participa­
tion in vocational student organizations
C and I ---
5 12 Assist school administrators in in itia tin g  and 
operating vocational programs
A and S 7
6 13 Coordinate vocational programs within the d is tr ic t A and S 4
7 3 Assist in long-range planning of d is tr ic t vocational 
education
A and S 2
8 16 Monitor vocational programs to ensure conformance 
with d is tr ic t and government guidelines
A and S 17
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Rank
Function
No. Function
Function
Category
Overall . 
Group Rank
(O'
3" 9 21 Work with appropriate state agency for approval A and S 1
i
3
and financial support of vocational education
10 1 Make recommendations to school board on vocational A and S 3
?
3-
education policy
O
11 41 Promote and publicize the total program of vocational PR 14
CD
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education
Q.
Ca 12 20 Prepare proposals for grants and for program A and S 9
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3
improvement
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O 13 43 Establish and maintain working relationships with PR 19
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public and private community agencies
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14 26 Help establish and maintain safety programs A and S - -
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"O
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Table 49 (continued)
Rank
Function
No. Function
Function
Category
Overall . 
Group Rank
18 17 Identify long-range needs for vocational education 
fac i1i t i  es
A and S 8
19 22 Prepare financial, s ta tis tic a l, descriptive, and/or 
other reports pertaining to vocational education
A and S — —
20 25 Interpret to d is tr ic t personnel federal and state 
vocational education legislation
A and S - -
Function category symbols: A and S - administration and supervision; C and I - curriculum 
and instruction; PR - public relations; PROF -  professional ac tiv ities ; RES - research activ ities,
^The blank spaces indicate that the function was not included in the overall group rank as 
most important.
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o '
o Perceptions of Vocational Teachers as to the Most Important Twenty
Functions in the Ideal Role
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Rank
Function
No. Function
Function
Category
Overall . 
Group Rank
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3 - 1 3 Assist in long-range planning of d is tr ic t vocational A and S 2
CD education
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education policy
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3 3 17 Identify long-range needs for vocational education A and S 8
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Rank
Function
No. Function
Function
Category
Overall . 
Group Rank
8 13 Coordinate vocational programs within the d is tr ic t A and S 4
9 19 Prepare annual vocational education budget A and S 5
10 41 Promote and publicize the total program of 
vocational education
PR 14
11 18 Identify long-range needs for vocational education 
equipment and supplies
A and S 12
12 12 Assist school administrators in in itia tin g  and 
operating vocational programs
A and S 7
13 28 Consult with key business and labor representatives 
for direction in curriculum development
C and I 11
14 6 Direct the activ ities  of the vocational education 
division at the d is tr ic t level
A and S
15 43 Establish and maintain working relationships with 
public and private community agencies
PR 19
16 5 Represent the d is tr ic t in matters relating to 
vocational education
A and S
g
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Table 50 (continued)
Rank
Function
No. Function
Function
Category
Overall . 
Group Rank
17 11 Assist in developing and implementing vocational 
education programs for disadvantaged and handi­
capped students
A and S 18
18 25 Interpret to d is tr ic t personnel federal and state 
vocational education legislation
A and S —
19 27 Participate in curriculum advisory committee(s) C and I 6
20 48 Make follow-up studies of, and report on, vocational 
education graduates
RES 20
g ^Function category symbols: A and S - administration and supervision; C and I - curriculum
§ and instruction; PR -  public relations; PROF -  professional ac tiv ities ; RES - research activ ities.
I  '^The blank spaces indicate that the function was not included in the overall group rank as
5. most important.
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overall view (see figure, page 114).
Overall perceptions of the three reference groups as to those 
functions which should ideally be of highest priority to local directors 
of vocational education are presented in Table 51. Rankings were 
determined through the averaging of mean scores of a ll reference groups 
for each of the 53 functions listed in the survey instrument.
The top 20 functions overall included a ll categories and were 
distributed as follows: administration and supervision, 12; curriculum 
and instruction, 3; public relations, 2; professional ac tiv ities , 1; 
research, 2. Those five functions which i t  was fe lt  should be of most 
importance to local directors a ll fe ll within the administration and 
curriculum category and included the following: (1) Work with appro­
priate state agency for approval and financial support of vocational 
education; (2) Assist in long-range planning of d is tric t vocational 
education; (3) Make recommendations to school board on vocational 
education policy; (4) Coordinate vocational programs within the dis­
tr ic t;  and (5) Prepare annual vocational education budget.
While the 20 functions listed as f ir s t  in overall importance do 
not reflect 100 percent group consensus, the results of the analysis 
of variance reported in Table 18 indicate only a few significant 
differences in group perceptions. Eleven functions were included on 
every group's top 20 l is t ,  and four were named by at least two of the 
three groups. These data indicate a high degree of congruency among 
reference group perceptions as to where the local director should 
assign priorities .
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Rank
Function
No. Function
Function
Category
1 21 Work with appropriate state agency for approval and financial 
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A and S
2 3 Assist in long-range planning of d is tr ic t vocational education A and S
3 1 Make recommendations to school board on vocational education 
policy
A and S
4 13 Coordinate vocational programs within the d is tr ic t A and S
5 19 Prepare annual vocational education budget A and S
6 27 Participate in curriculum advisory committee(s) C and I
7 12 Assist school administrators in in itia tin g  and operating 
vocational programs
A and S
8 17 Identify long-range needs for vocational education fa c ilit ie s A and S
9 20 Prepare proposals for grants and for program improvement A and S
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10 2 Interpret d is tr ic t vocational education policy and goals to 
d is tric t personnel
A and S
11 28 Consult with key business and labor representatives for 
direction in curriculum development
C and I
12 18 Identify long-range needs for vocational education equipment 
and supplies
A and S
13 33 Aid in organizing and u tiliz in g  advisory committee(s) C and I
14 41 Promote and publicize the total program of vocational education PR
15 49 Conduct community surveys to determine employment needs RES
16 47 Read current professional literature PROF
17 16 Monitor vocational programs to ensure conformance with d is tr ic t  
and government guidelines
A and S
18 11 Assist in developing and implementing vocational education 
programs for disadvantaged and handicapped students
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private community agencies
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20 48 Make follow-up studies of, and report on, vocational education 
graduates
RES
I ^Function category symbols: A and S -  administration and supervision; C and I - curriculum
 ^ and instruction; PR - public relations; PROF - professional ac tiv ities; RES -  research ac tiv ities .
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Functional Categorization of the Twenty Most Important Functions
of the Local Director's Ideal Role
RES
ROF
OVERALL
PROF
DIRECTORSSUPERINTENDENTS
A & S
C & I 
PR
PROF
RES
Administration & Supervision 
Curriculum & Instruction 
Public Relations 
Professional Activities  
Research Activities
RES
TEACHERS
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Chapter IV 
Discussion
The purpose of this study was to investigate and define the role 
of the local director of vocational education in the State of Nevada 
in terms of the following elements: (1) actual characteristics and/or
qualifications; (2) desirable minimum characteristics and/or qu a lifi­
cations; (3) need for special training programs and certification;
(4) actual and ideal functions of the role; (5) functions categorized 
as administration and supervision, curriculum and instruction, public 
relations, professional ac tiv ities , and research activ ities; and 
(6) most important functions of the role. Results of the investigation, 
together with resultant conclusions and recommendations, w ill be 
reported in this section.
Fi ndings
Data developed through investigation of local director characteris­
tics and functions revealed the following:
Actual characteristics and/or qualifications. Nine of the ten 
vocational education directors in Nevada are male. All have achieved 
the master's degree, most with additional credits above that degree. 
Each of the directors has had previous teaching experience, ranging 
from 1 to 15 years, with the majority reporting in excess of 6 years. 
All local directors have had a minimum of 3 years' work experience
115
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outside the fie ld  of education; some have worked more than 8 years in 
other fie lds. Five different types of certification are held by the 
local directors, with three of them having multiple certification .
Desirable minimum characteristics and/or qualifications. The 
master's degree is the minimum educational level expected of local 
directors of vocational education in Nevada. These administrators also 
should have had previous teaching experience of from 6 to 10 years.
From 3 to 5 years of work experience outside education is a recommended 
prerequisite for the position. While endorsement as secondary adminis­
trator is considered suffic ient, vocational directors themselves 
express preference for certification which combines vocational endorse­
ment wi th addi tional admi ni strative tra i ning.
Comparison of actual and desirable minimum characteristics and/or 
qualifications. All local directors meet the minimum recommended 
levels for educational preparation and outside work experience. Most 
of the directors have accumulated the recommended 6 to 10 years' 
teaching experience. One director has a general secondary certificate; 
the others have administrative certificates equal to or greater than 
the endorsement recommended by reference groups. Four of the role 
incumbents who responded have vocationally related certification .
Certification and training programs. While teachers recommended 
special certification for local directors, superintendents and 
directors perceived no such need. However, a ll groups fe lt  that 
special training programs should be established for the directors, with 
the majority indicating that such programs should be conducted jo in tly
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by the state department of education and colleges and universities.
Overall actual and ideal role functions. On a five-point scale 
ranging from "no importance" to "great importance," local directors 
are perceived as giving from l i t t l e  to much importance to every 
function surveyed in this study. More importance is seen to be given 
to administration/supervision and professional activ ity  functions, 
less to curriculum/instruction and public relations functions, and 
very l i t t l e  to research activ ities . Directors appear to give priority  
in the following order: administration and supervision; professional; 
curriculum and instruction; public relations; and research activ ities . 
While administration and supervision functions accounted for 50 percent 
of the original survey items, 70 percent of the top 20 functions 
perceived to be performed by directors fa ll within this category.
There is apparently much inconsistency in understanding of what the 
vocational director actually does, with many teachers indicating they 
were unaware of who the local director is and what he does. (A check 
of d is tr ic t personnel directories revealed that only one Nevada 
d is tric t listed the position of director of vocational education 
together with the name of the incumbent.)
Ideally, i t  was perceived that local directors should assign some 
to great importance to a ll functions included in this survey, with 
highest priority  being given to administration and supervision items. 
Next in importance should be public relations ac tiv ities , followed by 
curriculum and instruction, professional ac tiv ities , and research. A 
l is t  of the most important 20 functions to be performed ideally by 
local directors should contain items from each category. There was a
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much higher rate of response to ideal- than to actual-role item 
statements, indicating that while respondents may be unaware of what 
the local director actually does, they nevertheless have perceptions 
as to what he should do. Individual reference group perceptions are 
essentially in agreement as to what the local director does and 
should do.
A comparison of perceptions of the actual and ideal role func­
tions indicates that local directors should re-order their priorities , 
so that greater emphasis is placed on public relations functions, 
less emphasis on professional ac tiv ities . In addition, functions from 
each of the five categories should be among the local director's 
high-priority tasks, as demonstrated by inclusion on the l is t  of most 
important 20 functions to be performed.
Role functions by category. The perceived relative importance of 
each function within its  respective category was examined for both 
the actual and the ideal roles. While local directors are perceived to 
place greatest importance on preparation of reports, i t  was indicated 
that highest priority within the administration and supervision cate­
gory should be given to working with appropriate state agencies for 
approval and financial support of vocational education. I t  was agreed 
that the administration and supervision function of least importance, 
both actually and ideally, was working with state s ta ff to develop 
programs of teacher preparation. Groups agreed more closely on 
priorities which should be established within this category than 
priorities perceived in actual operation.
There was general agreement that the local director's most irapor-
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tant curriculum and instruction function is , and should be, participat­
ing in curriculum advisory committees. There was lack of agreement 
among the groups, however, as to how other functions within this 
category actually are, and ideally should be, ranked. Consensus was 
nearer in the ideal ranking than in the actual.
Although teachers agreed exactly with the overall group assignment 
of actual and ideal priorities within the public relations category, 
this is one area in which group consensus was nearer on the actual than 
the ideal. Promoting and publicizing the total vocational education 
program was considered of greatest importance, actually and ideally. 
Other public relations tasks were seen to be performed in  conflicting 
degrees of priority . Interestingly, in considering public relations 
work which should be accomplished, superintendents were highly in favor 
of the development of course-offering promotional materials; teachers 
and directors viewed this as the least important of the public rela­
tions functions.
Groups were able to agree more closely on what the local director 
is doing in the way of professional activ ities, as well as upon what 
he should be doing in that area. However, i t  is apparent that there is 
much divergence between what is actually happening in this category 
and how reference groups believe prioritization should be occurring.
I t  was indicated that while directors are perceived to give highest 
priority to attendance at state/regional professional meetings, this 
really should be an activ ity  of relatively l i t t l e  importance, and that 
the local director's f ir s t  concern in this area should be reading 
current literature. However, i t  was agreed that the director does, and
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should, consider membership in professional associations the least 
important professional activ ity  in  which to engage.
Conducting community surveys to determine employment needs is 
perceived to be the most important research function which local 
directors are, and should be, performing. This was true for the 
function considered least important, directing research programs to 
analyze vocational education effectiveness. There was l i t t l e  agree­
ment, however, on the relative importance of other functions within 
this category, or upon the director's overall actual and ideal 
research activ ity .
Of interest in comparing reference group views of the local 
director's actual performance with his ideally prioritized activities  
is the finding that the actual and ideal roles were significantly  
different in every category and overall, indicating a discrepancy 
between what is actually taking place and what directors, superin­
tendents, and teachers feel should be happening.
Most important functions of the ideal ro le . An attempt to define 
an administrator's role should include a lis ting  of those functions to 
which i t  is f e l t  that administrator should give highest prio rity .
This is particularly important in a period when demands upon time 
imply that only the most important functions are often performed while 
other tasks are necessarily le f t  undone.
The ideally most important 20 function lis ts  contributed by each 
reference group understandably were dominated by administration and 
supervision items. While superintendents and directors perceived 
curriculum and instruction functions to be relatively  important in this
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l is t  of the top 20, teachers accorded these functions the same weight 
as for public relations and research ac tiv ities . Interestingly, 
directors included no public relations activities among their 20 
highest rated items; and research activ ities appeared neither on the 
lis ts  of the directors nor the superintendents. In addition, superin­
tendents and teachers included no professional activ ities  functions 
among their highest rated functions. Overall consensus, however, was 
that the 20 most important functions in the ideal role of the local 
director of vocational education should include tasks from each 
category. As was to be expected, administration and supervision 
functions accounted for more than one-half of the overall top 20 
functions.
Those 20 functions considered to be the most important to the role 
of the local director are as follows:
1. Work with appropriate state agency for approval and financial 
support of vocational education
2. Assist in long-range planning of d is tr ic t vocational educa­
tion
3. Make recommendations to school board on vocational education 
policy
4. Coordinate vocational programs within the d is tric t
5. Prepare annual vocational education budget
6. Participate in curriculum advisory conmittee(s)
7. Assist school administrators in in itia tin g  and operating 
vocational programs
8. Identify long-range needs for vocational education fa c ilit ie s
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9. Prepare proposals for grants and for program improvement
10. Interpret d is tric t vocational education policy and goals to 
d is tric t personnel
11. Consult with key business and labor representatives for 
direction in curriculum development
12. Identify long-range needs for vocational education equipment 
and supplies
13. Aid in organizing and u tiliz in g  advisory conmittee(s)
14. Promote and publicize the total program of vocational educa­
tion
15. Conduct community surveys to determine employment needs
16. Read current professional literature
17. Monitor vocational programs to ensure conformance with dis­
t r ic t  and government guidelines
18. Assist in developing and implementing vocational education 
programs for disadvantaged and handicapped students
19. Establish and maintain working relationships with public and 
private community agencies
20. Make follow-up studies of, and report on, vocational educa­
tion graduates
Conclusions
As a result of the investigation and findings generated by this 
study, the following conclusions were drawn concerning the role of the 
local director of vocational education in the State of Nevada:
1. There are definable functions and competencies essential to 
the role of the local director.
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2. Minimum levels of preparation have been established for the 
position of local director in terms of educational level, teaching 
experience, outside work experience, and type of certification. Most 
Nevada local directors meet or exceed the recommended minimum levels.
3. Training programs should be established to help prepare local 
directors for their specialized duties and responsibilities, and these 
programs should be the result of coordinated efforts of the State 
Department of Education and the University of Nevada. At the present 
time, there is probably no need to establish special certification for 
local directors, although special certification should perhaps be 
considered as a vehicle through which to encourage participation in 
needed training programs.
4. There are 53 functions which are considered essential to the 
overall role of the local director in Nevada. However, there is a 
lack of understanding as to what functions the local director actually 
performs and the degree of importance he places upon each. Teachers, 
particularly, are unaware of the scope of the local director's responsi­
b ility .
5. Reference groups do possess opinions as to the functions which 
should ideally be performed by the district-level administrator of 
vocational education, and the groups are essentially in agreement as
to what those functions are.
6. There is l i t t l e  congruence between what the local director 
does and what reference groups feel he should do.
7. Local directors are perceived to direct most of their efforts 
toward administration and supervision functions, least toward research
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a c tiv it ies. Other areas in order of perceived importance are profes­
sional a c tiv ities , curriculum and instruction, and public relations.
8. Superintendents and directors were more frequently in agree­
ment as to perceived functions actually performed by the directors; 
teachers agreed with the other groups less frequently. Apparently, 
the two administrative groups have a closer working relationship than 
do the directors and vocational teachers.
9. Reference groups perceived that, ideally, local directors 
should assign the following priorities to functional categories: 
administration and supervision, public relations, curriculum and 
instruction, professional ac tiv ities , and research.
10. Similar expectations of what should be encompassed by the local 
director's ideal role are held by directors and teachers and superin­
tendents and teachers. Directors' and superintendents' views of the 
ideal role are less congruent.
11. While reference groups concurred in general on the minimum 
characteristics and/or qualifications desirable for local directors, 
there was disagreement as to priorities which should be set for the 
role's expected functions.
12. Working with appropriate state agencies for approval and 
financial support of vocational education was identified as the most 
important overall function by the combined reference groups.
Recommendations
As a result of the investigation, findings, and conclusions 
generated by this study, the following recommendations are offered:
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1. Copies of the study should be made available to Nevada school 
districts and to state vocational education s taff.
2. The role of the local director of vocational education is 
essential to the delivery system of vocational education within the 
State; and, where feasible, one person should be delegated d is tr ic t-  
level responsibility for administration of vocational education. In 
those smaller districts where the position cannot be ju s tifie d , 
responsibility for administration of vocational education should be 
within the range of activ ities of a d istric t-level administrator.
3. Personnel within each school d is tric t should be made aware 
of the person who has been given responsibility for administration of 
the local vocational education program.
4. U tilizing data developed in this study, a job description 
should be drawn up for the local director of vocational education and 
should be incorporated in the design o f duties delegated to the d is tric t- 
level administrator of vocational education. Duties should be listed
in prioritized order to ensure that the most important functions w ill 
be incorporated within the duties assigned to dual-responsibility 
personnel. The job description should be developed by the State 
Department of Education and recommended to d istricts within the state.
5. School districts considering the employment of a d istrict-level 
vocational education administrator should have reference to both the 
job description and the recommended levels of background preparation 
developed by this study.
6. The State Department of Education and the University of 
Nevada should review this study and consider its  findings preliminary
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to the development of programs of inservice and preservice to provide 
for leadership development of vocational administrators.
7. Local directors and superintendents should examine the 
present role of the director in  ligh t of the findings of this study, 
where feasible, bringing the actual more into line with the desirable. 
Consideration should be given to allo tting  greater attention to the 
area of public relations.
8. Local boards of education should have the opportunity to 
review the findings of this study, with a view to establishing 
policies which w ill maximize the effectiveness of d is tric t vocational 
education.
9. Vocational teachers, school principals, and other d is tric t  
personnel should be made aware of the role of the local director of 
vocational education and should be encouraged to make use of the 
office's services. Such awareness w ill lead to a better understanding 
of the scope and nature of the position's support activ ities  and w ill 
directly aid vocational education instructional e fforts .
10. The state Department of Education should give consideration 
to placing more emphasis upon the role of the local director of 
vocational education and should include in the State Plan for 
Vocational Education guidelines for operation of the office within 
the State's delivery system for vocational education.
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APPENDIX A 
NEVADA SCHOOL DISTRICTS OFFERING 
VOCATIONAL EDUCATION PROGRAMS
Carson City School D istrict 
Carson City, NV 89701
Churchill County School D istrict 
Fallon, NV 89406
Clark County School D istrict 
Las Vegas, NV 89121
Douglas County School D istrict 
Gardnerville, NV 89410
Elko County School D istrict 
Elko, NV 89801
Eureka County School D istrict 
Eureka, NV 89316
Humboldt County School D istric t 
Winnemucca, NV 89445
Lander County School D istric t 
Battle Mountain, NV 89820
Lincoln County School D istrict 
Panaca, NV 89042
Lyon County School D istric t 
Yerington, NV 89447
Mineral County School D istric t 
Hawthorne, NV 89415
Nye County School D istric t 
Tonopah, NV 89049
Pershing County School D istrict 
Lovelock, NV 89419
Washoe County School D istrict 
Reno, NV 89512
White Pine County School D istrict 
East Ely, NV 89315
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APPENDIX B-1
LETTER SOLICITING MEMBERSHIP IN JURY OF SPECIALISTS
Your expertise is needed—to help develop and define the role of the 
local vocational education director in the State.of Nevada.
As vocational education grows and becomes increasingly important in 
the preparation of economically competent and vocationally prepared 
citizens, the need for qualified leadership at a ll levels of the 
vocational education system becomes evermore apparent. On the firing  
line as i t  is , the position of local vocational director is one of 
great importance in vocational education's delivery system. The 
position is , however, one of relatively recent creation and one which 
has never been investigated and c larified  in the State of Nevada.
Under the auspices of the Nevada State Department of Education, an 
EPDA funded study w ill be made to examine the position of the local 
director as i t  presently exists in Nevada and to make recommendations 
as to the ideal components of the director's role.
Your name has been suggested by the Department's Office of Accounta­
b ility  as one who is knowledgeable concerning the functions of the 
local vocational director, and I  am writing to ask you to serve on a 
jury of specialists who w ill determine the essential functions to be 
included in a survey instrument. Your very valuable participation 
w ill consist of (1) indicating on a checklist those functions which 
you consider to be relevant to the position of local vocational 
education director in Nevada, and (2) providing any additional input 
you feel may be appropriate to the survey.
Will you serve on the jury of specialists?
Enclosed is a self-addressed, stamped card for your answer. Upon 
receipt of your affirmative reply, a checklist of functions w ill be 
sent for your consideration. Please return the card today, and please 
say "yes." Your help w ill be invaluable to the study and to vocational 
education in Nevada.
Sincerely,
(Mrs.) Willa Matthews 
Project Director
Enclosure
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APPENDIX B-2 
RETURN POST CARD
Yes, I win serve on the jury of specialists to help 
develop a l is t  of appropriate functions for the 
position of local vocational education director 
in the State of Nevada.
I w ill be unable to serve on the jury of specialists.
Comments :
Name :
Mailing Address:
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APPENDIX B-3 
LETTER TO MEMBERS OF JURY OF SPECIALISTS
Thank you for agreeing to serve on a jury of specialists to help 
determine what functions are essential to the position of the 
local director of vocational education. Your assistance is 
greatly appreciated.
Enclosed is a checklist of functions which has been developed from 
the literature and related research studies. Will you please 
indicate which of the functions you feel to be essential. Please 
feel free to make comments on any item, including suggestions as 
to wording, structure, etc. Please add any functions which you 
feel should also appear on the l is t .
A stamped, addressed envelope is enclosed for your convenience— 
and may I ask that you complete and return the checklist today? 
Your information w ill provide the basis for a statewide survey to 
begin immediately upon receipt of the specialists' recommendations.
Survey results w ill ,  of course, be available to you should you 
desire them upon project completion, tentatively scheduled for 
late spring.
Again, sincere thanks for your help in this study.
Sincerely,
(Mrs.) Willa Matthews 
Project Director
Enclosure
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APPENDIX B-4 
MEMBERS OF THE JURY OF SPECIALISTS
Mr. John F. Blaikie 
Assistant Superintendent 
Carson City School D istrict 
P.O. Box 603 
Carson City, NV 89701
Mr. Donald R. Travis 
Vocational Director 
Churchill County School D istric t 
650 South Maine Street 
Fallon, NV 89406
Mr. Marshall C. Darnell 
Director, Vocational Education 
Clark County School D istrict 
2832 East Flamingo Road 
Las Vegas, NV 89121
Mr. George Graham, Superintendent 
Douglas County School D istric t 
P.O. Box 157 
Gardnerville, NV 89410
Mr. Donald F. Elser 
Vocational Director 
Elko County School D istric t 
475 Cedar Street 
P.O. Box 1012 
Elko, NV 89801
Mr. Robert Ragor 
Eureka County School D istric t 
P.O. Box 831 
Eureka, NV 89316
Mr. Robert J. Scott, Superintendent 
Humboldt County School D istric t 
P.O. Box 1070 
Winnemucca, NV 89445
Mr. N. Lorell Bleak 
Vocational Director 
Lincoln County School D istric t 
P.O. Box 268 
Panaca, NV 89042
Mr. Ronald 0. Nagel 
Director, Special Services 
Lyon County School D istrict 
P.O. Box GG 
Yerington, NV 89447
Mr. Wallace A. Peterson 
Vocational Director 
Mineral County School D istrict 
P.O. Box 1547 
Hawthorne, NV 89415
Mrs. Florence B. Robinson 
Vocational Director 
Nye County School D istric t 
P.O. Box 113 
Tonopah, NV 89049
Mr. Marvin J. K ill fo il 
Superi ntendent
Pershing County School D istrict
P.O. Box 389
Lovelock, NV 89419
Mr. Richard A. Wright 
Director, Federal Programs 
Washoe County School D istrict 
425 East 9th Street 
Reno, NV 89512
Mr. Jerry Holloway 
Vocational Program Planning 
and Implementation 
Washoe County School D istrict 
425 East 9th Street 
Reno, NV 89512
Mr. Dick A. Munson
Vocational Director
White Pine County School D istrict
P.O. Box 400
East Ely, NV 89315
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APPENDIX C
TENTATIVE LIST OF FUNCTIONS OF THE LOCAL VOCATIONAL EDUCATION 
DIRECTOR DEGREE OF CONSENSUS
Below is a l is t  of functions sometimes performed by local vocational 
education directors. Will you please indicate by marking either 
"Yes" or "No" those functions you feel are essential to the position 
in the State of Nevada. Please add any essential functions you feel 
have been omitted.
ADMINISTRATION AND SUPERVISION
Essential? 
Yes No
1. Make recommendations to school board on vocational
education policy 92.9 7.1
2. Interpret d is tric t vocational education policy and
goals to d is tric t personnel 92.9 7.1
3. Assist in long-range planning of d is tric t vocational
education 100.0 0.0
4. Develop handbook of policies and procedures related
to vocational education 85.7 14.3
5. Attend school board meetings 64.3 35.7
6. Represent the d is tric t in matters relating to
vocational education 92.9 7.1
7. Direct the activ ities of the vocational education
division at the d is tric t level 78.6 21.4
8. Assist in the recruitment and selection of vocational
teaching s ta ff 71.4 28.6
9. Make teaching s ta ff curricular assignments 21.4 78.6
10. Supervise the work of vocational teaching s taff 21.4 78.6
11. Recommend the discharge of vocational teaching s ta ff 28.6 71.4
12. Assist teachers to obtain state vocational c e r t if i ­
cation 64.3 35.7
13. Orient new employees to d is tric t and program
policies 78.6 21.4
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Essential?
Yes No
14. Plan, organize, and conduct pre- and in-service
programs on vocational education 85.7 14.3
15. Conduct conferences of teaching personnel for
dissemination of information 85.7 14.3
16. Work with teacher training institutions and/or 
state staff to develop programs of teacher
preparation 78.6 21.4
17. Assist school administrators in in itia ting  and
operating vocational programs 100.0 0.0
18. Assist in developing and implementing vocational 
education programs for disadvantaged and
handicapped students 100.0 0.0
19. Coordinate vocational programs within the d is tric t:
a. with other vocational programs 100.0 0.0
b. with other subject area programs 92.9 7,1
c. with special education programs 92.9 7.1
20. Coordinate d is tric t vocational programs with
those of private, non-profit schools 42.9 57.1
21. Administer vocational programs for out-of-school
youth 7.1 92.9
22. Administer an adult education program 28.6 71.4
23. Coordinate activities of area vocational center
with those of feeder high schools 57.1 42.9
24. Monitor vocational programs to ensure conformance
with d is tric t and government guidelines 92.9 7.1
25. Identify long-range needs for vocational education:
a. fa c ilit ie s  92.9 7.1
b. equipment and supplies 92.9 7.1
26. Set standards for fa c ilit ie s  and equipment needed
for vocational education 71.4 28.6
27. Supervise equipment and fa c ility  maintenance in the
total vocational education program 50.0 50.0
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E ssentia l?
Yes No
28. Prepare annual vocational education budget 78.5 21.4
29. Approve vocational education budget requisitions 71.4 28.6
30. Administer the total vocational education budget 71.4 28.6
31. Prepare proposals for grants and for program
reimbursement 100.0 0.0
32. Work with appropriate state agency for approval
and financial support of vocational education 100.0 0.0
33. Prepare financial, s ta tis tica l, descriptive, and/or
other reports pertaining to vocational education 92.9 7.1
34. Maintain records pertaining to vocational education
programs 100.0 0.0
35. Request and u tilize  services of state s ta ff and
consultants 92.9 7.1
36. Interpret to d is tric t personnel federal and state
vocational education legislation 92.9 7.1
37. Help establish and maintain safety programs 78.6 21.4
38. Participate in non-adraini strative duties such as
cafeteria, ha ll, homeroom, bus, and chaperone duty 0.0 100.0
39. Others:
CURRICULUM AND INSTRUCTION
40. Participate in curriculum advisory committee 100.0 0.0
41. Consult with key business and labor representatives
for direction in curriculum development 100.0 0.0
42. Assist in the direction of a d is tric t vocational
guidance program 92.9 7.1
43. Observe and evaluate vocational teacher performance 42.9 57.1
44. Conduct conferences of teaching personnel for
exchange of ideas 85.7 14.3
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E ssentia l?
Yes No
45. Inform teachers of trends and developments in the
world of work 71.4 28.6
46. Develop district-wide performance standards for
students in vocational education 78.6 21.4
47. Encourage and support teacher and student partic i­
pation in  vocational student organizations 92.9 7.1
48. Assist in planning fie ld  trips 64.3 35.7
49. Aid in organizing and u tiliz in g  advisory committee(s) 100.0 0.0
50. Serve as ex offic io  member of advisory committee(s) 100.0 0.0
51. Assist in developing instructional guides 85.7 14.3
52. Assist in the implementation of instructional guides 85.7 14.3
53. Assist in developing courses of instruction 85.7 14.3
54. Review and revise the vocational education curriculum 85.7 14.3
55. Review and recommend adoption of textbooks and
instructional materials 64.3 35.7
56. Compile and distribute occupational information 64.3 35.7
57. Maintain library fa c ilit ie s  for instructional
materials 50.0 50.0
58. Others:
PUBLIC RELATIONS
59. Prepare catalogs and brochures to promote vocational 
education program offerings 78.6 21.4
60. Prepare newsletters and/or news releases on activ i­
ties of vocational students, teachers, and programs 78.6 21.4
61. Promote and publicize the total program of vocational 
education 92.9 7.1
62. Contact prospective employers for participation in 
cooperative programs 42.9 57.1
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Essentia l?
Yes No
63. Provide clearing-house operation for employers and
student workers 35.7 64.3
64. Plan and schedule promotional and special events 78.6 21.4
65. Others:
COMMUNITY INTERACTION
66. Hold membership in  civic organization(s) 50.0 50.0
67. Hold membership in church group(s) 35.7 64.3
68. Address community groups 71.4 28.6
69. Serve on conmunity action group(s) 50.0 50.0
70. Establish and maintain working relationships with
public and private community agencies 85.7 14.3
71. Attend county commission and city council meetings
considering matters related to education 42.9 57.1
72. Others:
PROFESSIONAL ACTIVITIES
73. Belong to professional education association(s) 78.6 21.4
74. Attend professional meetings:
a. at the local level 78.6 21.4
b. at the state/regional level 85.7 14.3
c. at the national level 42.9 57.1
75. Serve on professional committees 64.3 35.7
76. Promote s ta ff membership in professional organiza-
tion(s) 71.4 28.6
77. Read current professional literature  92.9 7.1
78. Write articles for professional journals 28.6 71.4
79. Others:
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Essentia l?
Yes No
80. Make follow-up studies of, and report on, vocational
education graduates 78.6 21.4
81. Make analytical studies of vocational education
drop-outs 57.1 42.9
82. Conduct community surveys to determine employment
needs 78.6 21.4
83. Conduct opinion surveys within the d is tric t and in
the community to determine attitudes toward voca­
tional education 78.6 21.4
34. Direct research programs to analyze vocational
education effectiveness 85.7 14.3
85. Conduct research for program improvement 78.6 21.4
86. Review and interpret for d is tric t personnel current
research in vocational education 78.6 21.4
87. Identify research problems for study 50.0 50.0
88. Others:
I would 100.0 would not 0.0 like  to receive a copy of the completed 
survey results.
Thank you for your help in determining the essential functions. Your 
responses w ill help determine the items to be included in a state 
survey of vocational education personnel, and your help is sincerely 
appreciated.
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APPENDIX D-1
LETTER SENT TO SUPERINTENDENTS WITH SURVEY FORM
Dear Superintendent
Will you take a few minutes to participate in a study to examine the 
role of the local vocational education director in the State of 
Nevada.
Under the auspices of the Nevada Department of Education, three 
reference groups are being polled to determine their perceptions of 
the role of the local director. Those asked to respond are a ll 
superintendents, a ll vocational teachers, and a ll those persons 
serving vocational director functions at the d is tric t level.
The survey instrument employed to gather this information is in two 
parts: The f ir s t  is designed to gather recommendations related to 
background and preparation for the role of local director. The second 
section asks for two responses to each statement: F irs t, an indica­
tion of the degree to which the listed function should be a part of 
the local director's role (the "ideal"); and, second, the degree to 
which i t  presently operates in your d is tric t (the "actual").
All replies w ill ,  of course, be held in the strictest confidence; 
the numbering system employed is for data reporting purposes only.
Because of the small number of school districts in our State, i t  is 
vital that each d is tric t have the opportunity for input into study 
results. Your help in completing the questionnaire and returning i t  
today w ill be most gratefully appreciated by me, personally, and by 
others responsible for conducting the study—without your response, 
the results w ill not tru ly represent all of Nevada.
Sincerely,
(Mrs.) Willa Matthews 
Project Director
Enelosures
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APPENDIX D-2
LETTER SENT WITH SURVEY FORM TO SUPERINTENDENTS PERFORMING 
VOCATIONAL DIRECTOR FUNCTIONS
Sincere thanks for helping to determine those functions essential to 
the role of the local vocational education director in the State of 
Nevada.
Those functions which Jury members most frequently named as "essential" 
have been incorporated in the survey form now being sent to three 
reference groups in the State: a ll d is tric t superintendents; a ll 
local vocational education directors; and a ll vocational teachers.
The survey instrument is in two parts: The f ir s t  is designed to 
gather recommendations related to background and preparation for the 
role of local director. The second section asks for two responses to 
each statement: F irs t, an indication of the degree to which the listed
function should be a part of the local director's role (the "ideal"); 
and, second, the degree to which i t  presently operates in your d is tric t  
(the "actual"). Although Your D istrict may not have one individual 
designed as "local vocational education director," w ill you please 
indicate "Does answers" as reflected in present services rendered your 
District and "Should" answers as you feel the ideal situation would be.
All replies w il l ,  of course, be held in the strictest confidence; the 
numbering system employed is for data reporting purposes only.
Because of the small number of school districts in our State, i t  is 
vita l that each d is tr ic t have the opportunity for input into study 
results. Your help already and continued assistance in completing and 
returning the questionnaire today are appreciated. Jury response was 
most gratifying—15 of the 15 asked to serve agreed and returned the 
preliminary form. I am most appreciative, personally, as I am sure 
are others responsible for the study. Thanks so much.
Sincerely,
(Mrs.) Willa Matthews 
Project Director
Enclosures
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APPENDIX D-3 
LETTER SENT WITH SURVEY FORM TO LOCAL DIRECTORS 
OF VOCATIONAL EDUCATION
Sincere thanks for helping to determine those functions essential to 
the role of the local vocational education director in the State of 
Nevada.
Those functions which Jury members most frequently named as "essential" 
have been incorporated in the survey form now being sent to three 
reference groups in the State: a ll vocational teachers; a ll d is tric t
superintendents; and those persons like  yourself who serve as d is tric t-  
level vocational education directors.
As local director, your help is again being solicited—to provide the 
actual information that w ill form the basis of study results. The 
questionnaire is divided into two parts: The f ir s t  part is designed to 
obtain present background information and also your recommendations as 
to desirable preparation for the role. Superintendents and teachers 
w ill be asked to respond only to those questions concerning "desirable" 
preparation factors.
All respondents are asked to complete the second section of the survey; 
that is , to indicate perceptions as to what the local director presently 
does (the "actual" role) and what functions the role should encompass 
(the "ideal"). Will you please give two answers for each function 
listed.
All replies w ill ,  of course, be held in s tric test confidence. The 
numbering system employed is for data reporting purposes only.
Your help already and continued assistance in completing and returning 
the questionnaire today are appreciated. Jury response was most 
gratifying—15 of the 16 asked to serve agreed and returned the 
preliminary form. I am most appreciative, personally, as I am sure 
are others responsible for the study. Thanks so much.
Sincerely,
(Mrs.) Willa Matthews 
Project Director
Enclosures
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APPENDIX D-4 
LETTER SENT WITH SURVEY FORM TO 
VOCATIONAL TEACHERS
Your help is needed—so that we may learn more about vocational 
education in the State of Nevada!
Under the auspices of the Nevada Department of Education, a study is 
being made on the "role of the local vocational education director." 
Using the enclosed survey form, vocational teachers, directors, and 
d is tric t superintendents are asked to report their perceptions of 
the local director's role in two respects: (1) the present
functioning of the position in their d istricts; and (2) the ideal 
operation of the position.
From the responses w ill be drawn two profiles—the "actual" and the 
"ideal." These profiles should prove invaluable as a basis of 
comparison of the role perceptions of the three groups polled. Addi­
tional benefits w ill be the determination of how frequently the 
"actual" approaches the "ideal" and a compilation of what the three 
groups feel to be the most important functions to be performed by a 
distric t-level vocational education director.
So that the study w ill truly represent the perceptions of those 
involved in Nevada's vocational education, your response represents 
a vital contribution. Will you please take a few minutes to complete 
the enclosed questionnaire and return i t  today in the enclosed 
envelope. I t  may be that your d is tric t has not designated by t i t le  
a "local vocational director." I f  so, w ill you please respond in 
terms of your experience and preferences with regard to that person 
at the d is tric t level with whom you deal in vocational education 
matters. All responses w ill ,  of course, be in the strictest confi­
dence; and i f  you would like  to receive copies of completed survey 
results, they w ill be sent to you upon completion of the study.
YOUR response is a most important one and w ill be sincerely appreciated. 
May I thank you in advance for your help.
Sincerely,
(Mrs.) Willa Matthews 
Project Director
Enclosures
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APPENDIX D-5 
ADVISORY LETTER TO PRINCIPALS
Enclosed are copies of a le tte r and survey form which were sent today 
to a ll vocational teachers in your school.
This study is being conducted under the auspices of the Nevada 
Department of Education among Nevada's vocational teachers, local 
vocational education directors, and d is tric t superintendents, in 
order to examine the role of the local vocational education director 
in terms of its  "actual" and its  "ideal" functions.
We wanted you, as Principal, to be aware of the survey and its  
purpose; and, of course, any encouragement you can give toward 
participation of your teachers in questionnaire completion w ill be 
most gratefully appreciated—the more teachers who respond, the more 
accurately the survey w ill reflect the view of the entire State.
In addition, i f  you would care to complete the questionnaire and 
return i t ,  that w ill give additional insight into the perception of 
the local director's role, from the perspective of the plant-level 
supervisor. Any comments or suggestions you might have w ill be 
welcome; and i f  you would like to have a copy of survey results, they 
w ill be made available to you upon completion of the study, scheduled 
for late spring.
Sincerely,
(Mrs.) Willa Matthews 
Project Director
Enclosures
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
151
APPENDIX D-6
(LOCAL VOCATIONAL DIRECTORS)
THE ROLE OF THE LOCAL VOCATIONAL EDUCATION DIRECTOR IN THE STATE OF NEVADA
I .  CHARACTERISTICS AND/OR QUALIFICATIONS 
(Make one response for each question)
A. What is your present position?
1. ____ Local director of vocational education
2.  Dual responsibility, including directing local vocational
education
B. What is your present educational level?
1.  Bachelor's degree
2.  Master's degree
3.  Master's degree plus additional hours
4.  Educational specialist
5.  Doctorate
C. What should be the minimum educational level for the local director 
of vocational education?
1. __ _ Bachelor's degree
2.  Master's degree
3.  Master's degree plus additional hours
4.  Educational specialist
5.   Doctorate
D. How many years teaching experience did you have prior to your 
present position?
1. ____1-5 years
2. ____6-10 years
3. ____11-15 years
4. ____16-20 years
5. ____21+ years
E. How many years teaching experience would be desirable prior to 
acceptance of the local director's job?
1. ____1-5 years
2. ____6-10 years
3. ____11-15 years
4. ____16-20 years
5. ____21+ years
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APPENDIX D-6 (continued)
F. Should the local director have work experience, other than 
teaching experience, to qualify him for the job?
1. Yes
2.  No
I f  yes, how many years as a minimum?
1. ____1-2 years
2. ____3-5 years
3. ____6-8 years
4.  Over 8 years
6. How many years of work experience did you have prior to your 
present position?
1.  None
2. ____1-2 years
3. ____3-5 years
4. ____6-8 years
5.  Over 8 years
H. What kind of certification should a local director have?
1.  General secondary certificate
2.  Secondary certificate  with endorsement in one or more
vocational areas
3.   Endorsement as secondary administrator
4. ____ Endorsement as superintendent
5.   Endorsement in one or more vocational areas with
administrative training related to job
I .  What kind of certification do you now have?
1.  General secondary certificate
2.  Secondary certificate  with endorsement in one or more
vocational areas
3. ____ Endorsement as secondary administrator
4. ____ Endorsement as superintendent
5. ____ Endorsement in one or more vocational areas with adminis­
trative training related to job
J. Would i t  be desirable for the state to establish special c e r t i f i ­
cation for the local director?
1. Yes
2. No
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APPENDIX 0-5 (continued)
K. Would i t  be desirable for training programs to be established 
specifically for local directors?
1. Yes
2.  No
I f  yes, who should offer such training?
1.  State department through in-service programs
2.  Colleges and universities
3. ____ Dual e ffo rt of State Department and colleges and
universities
4.  Other (Specify): ________
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APPENDIX D-7
(SUPERINTENDENTS AND VOCATIONAL TEACHERS)
THE ROLE OF THE LOCAL VOCATIONAL EDUCATION DIRECTOR IN THE STATE OF NEVADA
I .  CHARACTERISTICS AND/OR QUALIFICATIONS 
(Make one response for each question)
A. What is your present position?
1.  Local director of vocational education
2.  Superintendent
3.  Vocational teacher
4.  Dual responsibility, including directing local vocational
education
B. What should be the minimum educational level for the local 
director of vocational education?
1.  Bachel or ' s degree
2.  Master's degree
3.  Master's degree plus additional hours
4.  Educational specialist
5.  Doctorate
C. How many years teaching experience would be desirable prior to 
acceptance of the local director's job?
1. ____1-5 years
2. ____6-10 years
3. ____11-15 years
4. ____16-20 years
5. ____21+ years
D. Should the local director have work experience, other than teaching 
experience, in order to qualify for the job?
1. Yes
2.  No
I f  yes, how many years as a minimum?
1. ____1-2 years
2. ____3-5 years
3. ____5-8 years
4.  Over 8 years
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APPENDIX D-7 (continued)
E. What kind of certification should the local director have?
1.  General secondary certificate
2. ____ Secondary certificate with endorsement in one or more
vocational areas
3.   Endorsement as secondary administrator
4. ____ Endorsement as superintendent
5. ____ Endorsement in one or more vocational areas with
administrative training related to job
F. Would i t  be desirable for the state to establish special c e r t if i ­
cation for the local director?
1. Yes
2.  No
G. Would i t  be desirable for training programs to be established 
specifically for local directors?
1. Yes
2.  No
I f  yes, who should offer such training?
1.  State department through in-service programs
2.  Colleges and universities
3. ____ Dual e ffo rt of state department and colleges and
universities
4.  Other (Specify): _____________________________________
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APPENDIX D-8 
(ALL REFERENCE GROUPS)
I I .  THE ACTUAL AND IDEAL ROLE OF THE LOCAL DIRECTOR
Listed below are functions sometimes performed by local directors of 
vocational education. Will you please respond to each statement in 
two ways:
1. SHOULD: How much importance do you believe the local
director should place on this function in his 
role?
2. DOES: How much importance do you see the local
director place on this function at present?
PLEASE BE SURE TO CHECK BOTH A "SHOULD" AND A "DOES" RESPONSE FOR EACH 
FUNCTION.
SHOULD DOES
/
oo
c<a
s_
ocu
(U
EX. Hold monthly meetings of vocational 
staff
ADMINISTRATION AND SUPERVISION
1. Make recommendations to school board on 
vocational education policy
2. Interpret d is tric t vocational education 
policy and goals to d is tric t personnel
3. Assist in long-range planning of dis­
t r ic t  vocational education
4. Develop handbook of policies and pro­
cedures related to vocational education
5. Represent the d is tr ic t in matters 
relating to vocational education
0)
/
<uo
c
5
s_
oa
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SHOD
0)
LD DOES
<u
6. Direct the activ ities of the vocational 
education division at the d is tric t level
7. Orient new employees to d is tric t and 
program policies
8. Plan, organize, and conduct pre- and in - 
service programs on vocational education
9. Conduct conferences of teaching personnel 
for dissemination of information
10. Work with teacher training institutions 
and/or state s ta ff to develop programs 
of teacher preparation
11. Assist in developing and implementing 
vocational education programs for dis­
advantaged and handicapped students
12. Assist school administrators in in i t i ­
ating and operating vocational programs
13. Coordinate vocational programs within the 
d is tric t
14. Coordinate vocational programs with other 
subject area programs
15. Coordinate vocational programs with 
special education programs
16. Monitor vocational programs to ensure 
conformance with d is tric t and government 
gui deli nes
17. Identify long-range needs for vocational 
educati on faci1i t i  es
(Uu
c
o
OJ
<uoc
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o
s
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(UCJc
2
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o
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SHOULD DOES
0)
18. Identify long-range needs for vocational 
education equipment and supplies
19. Prepare annual vocational education 
budget
20. Prepare proposals for grants and for 
program improvement
21. Work with appropriate state agency for 
approval and financial support of 
vocational education
22. Prepare financial, s ta tis tic a l, descrip­
tive , and/or other reports pertaining to 
vocational education
23. Maintain records pertaining to vocational 
education programs
24. Request and u tilize  services of state 
s ta ff and consultants
25. Interpret to d is tric t personnel federal 
and state vocational education legislation
25. Help establish and maintain safety 
programs
CURRICULUM AND INSTRUCTION
27. Participate in curriculum advisory 
committee(s)
28. Consult with key business and labor 
representatives for direction in 
curriculum development
29. Assist in the direction of a d is tric t 
vocational guidance program
OIucta
s-
o
C L
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<uoc
n
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o
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o
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o
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SHOULD DOES
<L>
(U
30. Conduct conferences of teaching per­
sonnel for exchange of ideas
31. Develop district-wide performance 
standards for students in vocational 
educati on
32. Encourage and support teacher and 
student participation in vocational 
student organizations
33. Aid in organizing and u tiliz ing  advisory 
committee(s)
34. Serve as ex offic io  member of advisory 
committee(s)
35. Assist in developing instructional guides
36. Assist in the implementation of instruc­
tional guides
37. Assist in developing courses of 
instruction
38. Review and revise the vocational educa­
tion curriculum
PUBLIC RELATIONS
39. Prepare catalogs and brochures to promote 
vocational education program offerings
40. Prepare newsletters and/or news releases 
on activities of vocational students, 
teachers, and programs
41. Promote and publicize the total program 
of vocational education
0}
O)ocla+j
s-
o
Q .s
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
APPENDIX D-8 (continued)
160
SHOULD DDES
03
42.
43.
Plan and schedule promotional and special 
events
Establish and maintain working relation- 
ships with public and private conmunity 
agencies
PROFESSIONAL ACTIVITIES
44. Belong to professional education 
association(s)
45. Attend professional meetings at the local 
level
46. Attend professional meetings at the state/ 
regional level
47. Read current professional literature
RESEARCH ACTIVITIES
48. Make follow-up studies of, and report on, 
vocational education graduates
49. Conduct community surveys to determine 
employment needs
50. Conduct opinion surveys within the 
d is tric t and in the conmunity to deter­
mine attitudes toward vocational 
education
51. Di rect research programs to analyze 
vocational education effectiveness
52. Conduct research for program improvement
53. Review and interpret fo r d is tric t  
personnel current research in vocational 
education
S
C
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THANK YOU FOR YOUR HELP !
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APPENDIX E 
FOLLOW-UP LETTER
Dear Vocational Teacher:
Have you yet had a chance to complete and return the survey 
form recently sent to you on "The Role of the Local 
Vocational Education Director in the State of Nevada"?
I f  so, then please accept my sincere thanks and disregard 
the rest of this le tte r.
However, i f  you hadn't found the time before, w ill you please 
take a few minutes now to complete the survey and return i t  
in the enclosed reply envelope.
Your contribution is especially important so that final study 
results w ill tru ly reflect our small, but widely diversified. 
State.
Your perceptions w ill be of great value in determining the 
overall State picture—Thanks so much on behalf of the study 
and of myself, personally.
Sincerely,
(Mrs.) Willa Matthews 
Project Director
Enclosures
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Abstract
Purpose
The purpose of this study was to investigate and define the role 
of the local director of vocational education in the State of Nevada, 
as perceived by three groups of Nevada educators. Investigation was 
made in terms of actual and ideal role functions and background 
characteristics and qualifications of role incumbents.
Method
A tentative l is t  of functions was developed from the literature  
and submitted to a jury of specialists to determine which were essential 
to the local director's role. The 53 functions selected by the jury 
were incorporated in a Likert-type instrument, which also collected 
data pertaining to background characteristics and qualifications of 
local directors. The questionnaire was mailed to 347 individuals, 
representing a ll local directors of vocational education, superinten­
dents, and vocational teachers in the 15 Nevada school districts which 
conduct vocational education programs. All responses were by mail, 
and a 75.2 percent response was received. Local directors responded 
to questions pertaining to actual characteristics and qualifications; 
a ll groups were surveyed regarding their perceptions of: (1) desirable
minimum qualifications for local directors; (2) the observed (actual) 
role of the local director; and (3) the expected (ideal) role.
Collected data were treated s ta tis tic a lly  to determine perceived
(1) differences between actual and desirable minimum characteristics;
ix
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(2) differences in actual and ideal roles; (3) relative importance of 
functions within respective categories; and (4) most important functions 
of the ideal role. Statistical tests utilized included analysis of 
variance, Chi-Square, t-te s t, and determination of rank-order 
correlation coefficients.
Conclusions
As a result of the investigation and findings generated by this 
study, the following conclusions were drawn:
1. Desirable minimum qualifications for local directors of 
vocational education in Nevada are a Master's degree, 6 to 10 years' 
prior teaching experience, 3 years' work experience outside education, 
and secondary certificate  with endorsement in a vocational area. Most 
of Nevada's local directors meet or exceed the recommended minimum 
levels.
2. Training programs should be established through jo in t efforts 
of the State Department of Education and the University of Nevada to 
help prepare local directors for their specialized responsibilities.
3. At present, there is no need for special certification of 
local directors, although special certification should perhaps be 
considered as a vehicle through which to encourage participation in 
needed training programsi
4. There is a lack of understanding among reference groups as to 
the functions actually performed by the local director and the degree 
of importance placed on each.
5. Reference groups agree more closely on what the director 
should do (the ideal) than upon what he presently does (the actual).
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6. There is considerable inconsistency between perceptions as 
to the ideal functioning of the local director's role and the 
observed actual practice.
7. Local directors are perceived to assign priorities in the 
following descending order to functional categories: administration 
and supervision, professional activ ities , curriculum and instruction, 
public relations, and research.
8. The ideal ordering of functional categories would be as 
follows: administration and supervision, public relations, curriculum 
and instruction, professional ac tiv ities , and research.
9. Directors and superintendents agree less often concerning 
the ideal functions of the local director's role than do directors 
and teachers and superintendents and teachers.
10. Functions from each of the five functional categories should 
be included among those 20 functions considered most important to the 
local director's role.
11. Working with appropriate state agencies for approval and 
financial support of vocational education should be the most important 
of the local director's functions.
XI
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